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Chapter I: Introduction

Research Purpose

In the Spring of 1992, the researcher, an employee of the Texas Alcoholic Beverage
Commission (TABC), conducted an in-depth evaluation of the trait-based performance
appraisal system used by TABC’s Enforcement Division. During that research, wide-spread
disenchantment was found among Enforcement Division employees and supervisors
concerning the trait-based performance appraisal system then in use.'

The results of a survey undertaken as part of the 1992 study showed that
approximately two-thirds of the respondents had no faith in either the accuracy or the
fairmess of the performance appraisal system.? Statistical analyses of actual employee
performance ratings gathered concurrently with the survey data provided strong evidence that
the employees’ concerns about the appraisal system were well-founded.” These analyses
documented high levels of common rater errors (leniency, central tendency, and halo effect)
and well as statistically significant variances by race and gender in appraisal results.® In
combination with the survey results, they were sufficient to convince the researcher and his
superiors that change was desperately needed.

In many respects, the current study is an extension of the earlier research. The need
for change having been previously established, the current research may now focus upon the
selection of an appropriate alternative. The purpose, then, of the present study is to develop
and to evaluate a series of behaviorally anchored rating scales (BARS) for measuring the

performance of enforcement agents employed by the Texas Alcoholic Beverage Commission.



Also included is a discussion of the operationalization of the research hypothesis and a
description of the three experimental hypotheses that emerged from the operationalization
process.

The report’s fifth chapter presents the results obtained during scale construction and
instrument testing. The fifth chapter also contains statistical analyses of the test results and a
review of the evidence gathered for each experimental hypothesis. In the sixth and final
chapter, the objectives of the research are reviewed and the research is assessed in terms of
those objectives. The sixth chapter also presents explanations for the project’s success or
failure and describes possible arcas for future research.

A discussion of the conceptual framework that guided the research follows in Chapter

II. Also included in that chapter is discussion of the research hypothesis.
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3. Ibid., pp. 24 - 26.
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Chapter II: Conceptual Framework

Chapter 1T outlines the conceptual framework that guided the research. Tt starts by
defining performance appraisal and discussing its purposes. A description of the criteria for
an effective performance appraisal system follows as does a discussion of the strength and
weakness of the alternative methods for conducting appraisals. Finally, tentative conclusions
are drawn from the previous discussions, and these tentative conclusions are summarized as
the project’s formal research hypothesis,

Definition & Purpose of
Performance Appraisal

In a recent article in Public Personnel Management, Robert M. Glen defined

performance appraisal as "an on going process of identifying, measuring, and developing
human performance in organizations." ' The purpose of this process, according to Glen
and other researchers, is multifaceted. Among the most frequently cited purposes are: (1)
to ensure and document fairness and equity in personnel decisions,? (2) to provide a
mechanism by which employees can be made accountable for their actions,® (3) to improve
employee motivation and performance,* (4) to facilitate meaningful communication
between supervisors and subordinates,® and (5) to identify training and organizational
development needs. *A more detailed discussion of each of these purposes follows.
Fairness and Equity. An effective employee performance appraisal system gives

managers a fair, rational basis for the distribution of organizational rewards and



punishments.” The documentation resulting from the appraisal process, in turn, provides a
desperately needed means for validating the personnel decisions made by managers.®

The documented fairness of an appraisal system is important for two reasons. First,
employee perceptions of the fairness of performance appraisals have a direct impact on the
motivational value of the appraisal system and on the ability of that system to stimulated
improvements in employee productivity and effectiveness.® Secondly, since the only way to
validate many personnel decisions is through the analyses of past employee performance
appraisal data,'” courts often turn to performance appraisal documentation when examining

the validity of specific personnel decisions.

Use of a fair and equitable performance
appraisal system increases the likelihood that a challenged personnel decision will be
sustained by the courts."

Accountability. Performance appraisal also provides a means for channeling an
employee’s efforts toward the achievement of organizational goals and objectives and for
holding the employee responsible for his or her contribution to the organization's overall
effort. As Steinman notes, "conducting evaluations gives policy makers an opportunity to
hold public employees accountable to them and to official policy goals and procedures,""

Employee Motivation and Performance. Another important purpose of performance
appraisal systems is to motivated employees to improve their performance.’* The ability of
an appraisal system to achieve this purpose is dependent upon four factors: the availability

and nature of performance incentives (organizational rewards or punishments),” the degree

to which these incentives correspond to actual employee expectations and needs,'® the



perceived fairness and accuracy of the appraisal ratings,'” and the quality and timing of
feedback concerning individual deficiencies and strengths.'

Meaningful Communications. Researchers have identified three separate functions
for communications in the performance appraisal process. The first of these is to inform
employees of management goals and objectives” and of managements expectations
regarding individual contributions toward the achievement of those goals and objectives.™
Communications of this type give notice to employees of what is expected of them and
provide them with a description of how their activities fit into the "big picture.” Tt also
permits them to determine exactly how to expend their time and effort.”

Another function of superior/subordinate communications in the appraisal process is
to provide employees both continual feedback concerning the acceptability and success of
their current efforts and constructive suggestions for improvement,” Continual feedback
ensures almost immediate positive reinforcement of successes, which increases the likelihood
that desirable behavior will be repeated.” Il also gives employees the information needed
to spot and correct deficiencies, which can minimize the adverse impact of performance
errors on employee productivity and effectiveness.

Superior/subordinate communications also provide a channel for employee input.
Such input is important for two reasons: First, the courts have mandated that employees
have the opportunity to review their performance appraisals and lo record comments
concerning their performance ratings.” Secondly, giving employees the opportunity to

participate in the performance appraisal process and in the setting of performance goals has



been proven to reduce employee resistance. It has also been proven to strengthen their
commitment to the appraisal process and to the organization’s performance goals.

Identifying Training and Development Needs. Performance appraisal data can help
managers identify particular training needs or special talents in their employees. Such
information is critical if organizations are to create and effectively use meaningful training
and development programs.” Linking appraisal to the assessment of training needs permits
the organization to focus its limited training resources on the correction of common
deficiencies that are known to affect organizational performance adversely.” It also permits
the organization to assess the skill-level of its current work force in terms of projected future
needs and to use training to bring the skill-level of the work force in line with those
needs.”
Criteria for Effective
Performance Appraisal

To be considered effective, a performance appraisal system must, at a minimum,
fulfill the purposes for which it was created. While the specific purposes of an appraisal
system will vary with the needs of its users, all systems must meel certain legal, scientific,
and operational imperatives. Wayne F. Cascio identified the following imperatives: (1)
appraisal systems must be relevant; (2) appraisal systems must be sensitive; (3) appraisal
systems must be reliable; (4) appraisal systems must be acceptable; and (5) appraisal
systems must be practical.®

Relevance. Relevance measures the degree to which the dimensions used to rate a

performance are related to actual job performance.” For a performance appraisal system to
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be relevant, there must be a clear linkage between performance standards and organizational
goals. Correspondence must also exist among the critical job elements identified through job
analysis and the rating dimensions used in the appraisal instrument.*

Low relevance undermines or destroys the acceptability and motivational value of
feedback and of the organization’s formal performance "consequences.” Low relevance can
also thoroughly compromises organizational equity. Rather than document the fairness of
personnel decisions, an appraisal system with low relevance can have the opposite effect: it
can create civil liability for organization.”

The existing case law on this subject is quite clear. The Supreme Court of the United
States and other Federal appellate courts have consistently ruled that performance appraisal
systems must use rating dimensions that are clearly related to the critical aspects of the job
being performed. The courts have also consistently applied the Equal Employment
Opportunity Commission’s Uniform Selection Guidelines as "the" test for determining
whether the requirement of relevance has been met. Under these guidelines, employers must
use job analysis to determine rating dimensions and standards. When a job analysis has not
been used to identify the most critical aspects an employee’s job or when the rating
dimensions and standards used are inconsistent with the findings of the job analysis, the
courts will not permit the employer to use performance ratings as the basis for personnel
actions.™ As Cascio said, "Scientifically and legally, relevance is the sine qua non, the
indispensable condition, of appraisal systems."*

Sensitivity. To be effective, a performance appraisal system must also be capable of

determining the relative value of individual contributions to organizational performance and



of discriminating between positive and negative contributions, The system must, in other
words, establish standards of contribution for each rating dimension used. It must also
identify which employees are performing well and which are performing poorly on the
performance dimensions critical to job success.

Inadequate sensitivity undermines the face validity of appraisal results and the support
that appraisal results provide for personnel actions.’ Without standards and a method of
determining the relative worth of individual performances when measured againﬁt those
standards, an appraisal system cannot provide meaningful feedback to employees. Tt also
cannot result in a fair and equitable distribution of organizational performance incentives or
otherwise have a positive influence on employee motivation or performance.”® Given the
courts’ demand for valid appraisals, the failure of an appraisal system to meet the
prerequisites for sensitivity also means that any personnel actions taken on the basis of the
system’s outcomes are likely to be successfully challenged.®

Reliability. With respect to performance appraisal, reliability refers to the
consistency or dependability of ratings across raters. Reliability, in other words, is the
probability that two raters, viewing the same performance, would rate the performance the
same way. The reliability of appraisal ratings is affected by a number of factors. These
include common rater errors, such as halo effect, leniency, and central tendency. They also
include contamination by factors beyond the red’s control like differences in red/rater
demographics, rater training, and performance opportunity, Another factor affecting

reliability is the degree of standardization. Standardization refers to the degree to which the

system has commonly accepted performance standards and definitions for the various
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performance dimensions."® Other factors affecting reliability are the relevance of the
performance standards and rating dimensions, the "sensitivity" of the system used, and the
degree to which the rating dimensions represent the worker's whole job.*

The reliability of results is important in performance appraisal for several reasons.
First, the ability of performance appraisal systems to ensure and document equity in
personnel decisions is highly dependent upon the reliability of the ratings produced. When
reliability is low, system results are almost certain to be biased (contaminated by factors that
have little to do with actual employee performance). As the likelihood of bias increases, so
does the probability of inequity and of adverse impact. The presence of inequity and adverse
impact can only undermine employee and judicial perceptions of the system fairness.*

There is also a second, somewhat related, reason why reliability is an important
characteristic of performance appraisal systems. If, for example, employees feel that an
appraisal system produces ratings that are inherently unreliable and unfair, the ratings and
any related feedback or material reinforcements will have only limited impacts upon
employee motivation and future performance.™

Acceptability. A major operational imperative for appraisal systems is that they must
be acceptable to those who use them. In practical terms, this means that those who use an
appraisal system must have confidence in the relevance, sensitivity, and reliability of that
system and in its value to their organization and themselves. Users must also be sufficiently
committed to the process that they are willing to expend the time, effort, and resources

required to learn the system’s procedures and to execute them properly.*
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Studies have repeatedly shown that the participation of employees and supervisors in
the planning, implementation, and operation of organizational processes, such as performance
appraisal, greatly enhances acceptance of and commitment to those processes. Consequently,
an effective appraisal system will utilize the broadest possible degree of employee
participation. In addition, an effective system will also use methodological safeguards to
ensure system relevance, sensitivity, and reliability.*

Practicality. A final operational imperative for workable performance appraisal
systems is practicality. To be practical, an appraisal system may neither unduly interfere
with ongoing operations nor impose excessive resource requirements upon the organization or
its raters. Stated another way, practicality means that the features of the system, such as its
methods for data collection or data storage, should not demand so much time or other
resources that they interfere with the achievement of organizational goals.*® While
measuring and evaluating achievement are important, the performance appraisal process
should never be seen as important as achievement itself,

Importance of Criteria. The extent to which a performance appraisal system fulfills
basic organizational needs is dependent upon the degree to which it exhibits the
characteristics of relevance, sensitivity, reliability, acceptability, and practicality.
Performance appraisal systems can, therefore, be evaluated in terms of these criteria,
permitting a comparison of the relative value of two or more appraisal systems. In such a
comparison, the "superior” methodology would be that which best meets the criteria for

effectiveness.
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Methods of Appraising
Employee Performance

In his 1981 article entitled "Revisiting an Approach to Managing Behaviors and
Results," Gary B. Brumback identified two primary categories of performance appraisal
systems: (1) Result-Based Appraisal Systems which evaluate employees by the quantitative
results of their work and (2) Behavior-Based Appraisal Systems which evaluate employees by
the behaviors employed during performance.** Although different scholars have used
different terms to describe the same basic categories, there is general agreement among
rescarchers as to the existence and scope of the calegories in question. For the sake of
consistency, this paper will continue to use the category names found in Brumback’s article
(result-based and behavior-based).

Result-Based Systems. Result-based systems focus on the measurable outcomes of
human performance.* The norm in the private sector and a growing practice in
government, result-based appraisal systems generally utilize quantitative organizational
records to determine the degree to which individual’s have fulfilled preset performance
standards and contributed to organizational goals and objectives.®® Such systems are highly
objective, free of common rating errors, and, if the performance criteria are properly chosen,
more reliable and relevant than behavior-based systems.® Result-based appraisals also
provide data that is useful in resource allocation decisions.”

Result-based systems are, however, still subject to bias from contamination by factors
beyond the worker's control, such as opportunity differentials. Result-based ratings may also

not be completely representative of the worker’s entire job and may, therefore, be subject to



13

deficiency bias.™ In addition, result-based systems also tend to ignore the methods used in
achieving the desired ends™ and to treat all the behaviors involved in a performance as
equally bad or equally good.” When all behaviors are treated alike, the system will fail to
capitalize on positive failures. By rewarding both negative and positive successes, the
appraisal system reinforces whatever behaviors are involved, including inefficient or
unethical behaviors.*

Another problem, especially when selecling a performance appraisal system for police
officers, is that police officers often see the performance standards associated with result-
based appraisal systems as thinly disguised arrest or ticket quotas. As a rule, police groups
oppose result-based systems and have no trouble in obtaining public support for their
position.” Many states, including Texas, have enacted broad statutory prohibitions against
police quotas,”™ Such prohibitions, as intended, only further inhibit the use of result-based
appraisal systems by police agencies.”

Examples of result-based systems include Simple Measures of Employee OQutputs,
Outcomes, or Efficiency; Weighted Indices of Output, Outcome, or Efficiency; and MBO
(Management By Objectives). MBO can incorporate either or both of the other
methodologies:

Simple Measures of Employee Qutputs, Quicomes, or Efficiency. As used here,
"outputs" refer to the units of service provided while the term "outcome" describes service
results. Efficiency is the ratio of the units of output produced to the units of a given
resource required to produce them. In an appraisal system that focuses upon these measures,

an employee’s outputs, outcomes, and efficiency during a particular period of time are
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determined from organizational records, The rater then compares the employee’s
measurements to relative or fixed performance standards and assesses the employee’s
performance in terms of those standards.®® The strengths and weaknesses of this approach
are the same as those previously listed which pertained to result-based systems generally.
Weighted Indices of Outputs, Quicomes, or Efficiency. With this methodology, the
rater determines the employee's outputs, outcomes, and efficiency from organizational
records. Before any comparison is made, however, each indicator is then multiplied by a
factor representative of its importance in the achievement of organizational goals and
objectives. After assigning weights to the individual measures, the rater combines these the
individual indicators into a single index which is then compared to a relative or fixed
performance standard for the purposes of assessing the employee’s performance.” Besides
the advantages normally attributed to result-based systems, proponents of weighted
comparisons argue that such systems substantially increase both the quality and quantity of
performance. Proponents also argue that weighted comparisons measurably improve the
quality of the behaviors used in performance and significantly reduce contamination from
opportunity bias. Yet another advantage claimed by proponents is that such systems permit
easy, almost instantaneous implementation of changes in agency priorities. Organizations
accomplish this implementation by announcing the alterations in the weights used.*
Management By Objectives (MBO). MBO is a management systern that features an
agreement between a superior and a subordinate on the subordinate’s objectives for a

particular period and a scheduled review of how well the subordinate has achieved those
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objectives.” In such a system, raters judge an employee’s performance by the degree to
which the employee achieves the agreed upon objectives.*

Charlie B. Tyler in his 1981 - 1982 survey of state employee appraisal practices
found MBO to be the second most frequently used method of employee appraisal in state
government. Noting an increase in its popularity since a similar survey in the late 1970s,
Tyler concluded that the increased use of MBO and other performance-based systems was the
most significant development discovered by of his research.

The reason for the growing popularity of MBO lies in its strengths. According to
Wendell L. French, MBO "can give individual employees greater directions and self-control,
build their self-confidence, motivate them, improve their performance, further their growth
and development, and provide them with full knowledge of the criteria on which they will be
evaluated." Other strengths attributed to MBO by French include its "ability to enhance
superior-subordinate relationships, improve communications, and provide a better coaching
framework." MBO, says French, also provides organizational benefits., According to
French, these organizational benefits include "improved overall performance, identification of
management advancement potential and development needs, better coordination of objectives,
and less duplication and overlap of duties and activities,"*

While noting that job analysis, employee participation, communication of objectives,
and high degrees of objectivily, standardization, and formalization were fundamental aspects
of MBO, Duane Thompson also cited another reason for its popularity: MBO meets most of
the criteria for a legally defendable performance appraisal system.”’ 1t is also, according to

James Fountain, the Assistant Director of Research for the Governmental Accounting
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Standards Board (GASB), the only result-based or behavior-based performance appraisal

system that can meet GASB standards for accountability.*

Partially offsetting the advantages of MBO are its known weaknesses. Like other
result-based system, MBO focuses upon the end results of performance and tends to ignore
the value of the means used to achieve those ends, a tendency which may result in the
reinforcement of unacceptable behaviors.” Improper implementation and control of MBO
programs have also resulted in the specification and use of objectives that are so broad that
the measurement of achievement is difficult, if not impossible.”™ Other criticisms of MBO
programs have included an inclination among participants to set low goals and to focus only
upon those objectives that seem important to the rater, MBO has also been criticized for its
cost as measured in terms of the time required for its implementation and maintenance.”

Behavior-Based Performance Systems. As described by Brumback, behavior-based
systems focus on the behaviors used to achieve performance results. Behaviors are important
and worthy subjects of performance appraisal, says that researcher, because they

. . . emanate from the performer and transform performance from abstract to

act...Not just the instrument for results, behaviors are also outcomes in their

own right-- the product of mental and physical effort applied to tasks-- and can

be judged apart from results,”

The primary strength of behavior-based performance systems, is that they permit
evaluation of the qualitative differences in the means by which people achieve results,
differences that Brumback calls the "finer distinctions” of performance. Behavior-based
performance systems also permit reward and reinforcement of exemplary behaviors even

when those behaviors do not yield measurable successes.” Other strengths include

relatively low development and administration costs’ and ease of use and interpretation.™
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An additional strength is the ability of behavior-based systems to utilize rating instruments
that sample a relatively large portion of the job domain (i.e., utilize a broad range of rating
dimensions)."™

Off-setting these strengths are a multitude of weaknesses, Scholars and legal experts
have, for example, repeatedly attacked behavior-based rating systems because of their high
subjectivity and relatively poor psychometric properties.” Almost all behavior-based
system are subject to unacceptable levels of common rater errors.”

Among the most common rater errors is the halo effect. The halo effect occurs when
a rater forms a general impression of a worker's performance and then permits that general
impression to influence the ratings given the worker in all performance dimensions.”
Another common rater error is leniency/severity. Leniency/severity results when raters
restrict their ratings to the upper or lower ends of the performance range.™ A third
common rater error, central tendency, is related to the error of leniency/severity. Central
tendency refers to the restriction the ratings to a narrow portion of the available range.*

Most behavior-based rating systems also suffer from contamination, deficiency,
irrelevance, and lack of standardization.” Because of their shortcomings, behavior-based
rating systems are generally considered to have low reliability ® and low validity.®

The more popular methods of behavior-based appraisal are Narrative Essay, Trail-
Based Graphic Rating Scales, and Behaviorally Anchored Rating Scales (BARS).® A brief
explanation of each method follows.

rativ . This technique relies upon the rater providing narrative comments

about an employee’s performance.® It requires the rater to describe in writing an
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individual’s strengths, weaknesses, and development potential and to suggest ways of
improving performance. The effectiveness of the approach depends upon two factors: (1)
the rater’s knowledge of the red’s performance, and (2) the writing skills and analytical
ability of the rater. Because many managers do not have the motivation, time, or
opportunity to observe performance and because essays generally provide only qualitative
information, essay appraisals may have little usefulness or practicality,”

Trait Based Appraisal System. Trait rating scales use words or phrases as labels to
identify the degree or quality of the red’s performance.” Such scales simply list desirable
or undesirable personality traits, characteristics, and aptitudes against which the employee is
rated using verbal descriptions such as "meets standards" or "needs improvement” or
numeric scores corresponding to similar values.® Although extremely popular® and
relatively inexpensive,” trait rating systems are widely recognized as inherently biased and
as subject to unacceptable levels of common rating errors.”> They are, in fact, found so
frequently low in reliability, validity, relevance, and standardization that the vast majority of
scholars and jurists advise against their use.”

Anchor in les (BARS)., Long regarded as the "most
promising" of the behavior-based rating systems,* the BARS method of performance rating
was first introduced by Patricia Smith and M. L. Kendall in 1963.” In this procedure, the
important dimensions of performance are first identified and defined by the groups
responsible for evaluation. Actual job behaviors, which the group agrees represent specific

dimensions and levels of performance, anchor the scales.® Raters are then asked to select
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Thumbnail Sketch of
Conceptual Framework

To summarize the conclusions drawn from the preceding discussions, performance
appraisal systems exist to serve specific organizational purposes.''® To fulfill those
purposes, appraisal systems must meet certain criteria of effectiveness.''” The degree to
which an appraisal system meets the criteria determines the degree to which it fulfills its

organizational purposes.'®

Consequently, the relative value of two appraisal systems can
be assessed by comparing the extent to which each meets the criteria in question.

The criteria for effective performance appraisal systems are relevance, sensitivity,
reliability, acceptability, and practicality.''® When assessed considering these criteria, one
performance appraisal methodology clearly emerges as "superior"-- Behaviorally Anchored

Rating Scales,’ Of the remainder, trait-based rating systems are inherently invalid and

unreliable,' while result-based systems are generally unacceptable to police groups,'?

Research Hypothesis

The researcher draws his research hypothesis from Cascio’s description of effective
performance appraisal systems and from the previous discussions concerning the various
types of performance appraisal systems. It is the researcher’s contention that, if tested in
terms of Cascio’s criteria, a BARS-based performance appraisal system for alcoholic
beverage enforcement agents would prove superior to one that utilizes trait-based scales.

Two of Cascio's assessmenl criteria (relevance and practicality) can be controlled by
an experimental design that uses the same performance dimensions with both appraisal

systems and that requires the same level of effort to complete either system’s appraisal
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Chapter III: Research Setting

Chapter 11l examines the research setting, the organizational environment in which the
research occurred. Its purpose is to familiarize the reader with the key characteristics of that
environment. To this end, the chapter discusses the overall structure and mission of the
Texas Alcoholic Beverage Commission. Chapter 111 also describes the structure and mission
of the agency's Enforcement Division and examines the role, responsibilities, and common

attributes of that division’s enforcement agents.

The Texas Alcoholic Beverage Commission

The Texas Alcoholic Beverage Commission (TABC) is a medium-size state agency
with approximately 600 employees across the state. Among its responsibilities are the
criminal and administrative enforcement of the state's alcoholic beverage laws and the
collection of the state’s alcoholic beverage excise taxes. The Commission also serves as the
licensing agency for the state’s alcoholic beverage industry.! The agency's mission can,
therefore, be characterized as both broad and diverse, ranging from criminal law enforcement
to business regulation and tax collection.

In terms of structure, the agency is governed by a three-person, part-time panel
appointed by the Governor. The day-lo-day affairs of the Commission arec managed by an
Administrator and an Assistant Administrator, who are appointed by the three
Commissioners. The TABC has four primary operating units-- Enforcement, Licensing,

Ports of Entry, and Auditing/Excise Tax. The agency also has a number of smaller
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administrative control and support units, including Executive, Human Resources, Fiscal
Services, Computer Services, General Services, and Administrative Law. In addition to the
agency’s Austin Headquarters, the Commission operates a string of ports-of-entry facilities
along the Mexican border and maintains local service centers in twenty-one Texas

metropolitan areas.

The Enforcement Division

With almost half of the Commission's work force and budget allocated to its use, the
agency's Enforcement Division is its largest operating unit.”> The primary mission of the
Enforcement Division is to detect and suppress criminal activity and administrative violations
of the Alcoholic Beverage Code that occur on premises licensed by the Commission.
Secondary responsibilities of the Enforcement Division include the detection and suppression
of Alcoholic Beverage Code violations that occur away from licensed premises and the
enforcement of state regulations pertaining to the marketing practices of licensed
manufacturers, wholesalers, and retailers. Enforcement field offices also have the
responsibility of processing and evaluating retail-level and wholesale-level license
applications.®

To fulfill its various missions, the Enforcement Division employs the services of
approximately 210 commissioned peace officers (agents) and a civilian support staff of
seventy-two persons. With the exception of twenty-three employees who are assigned to the
division's headquarters staff, all Enforcement personnel are stationed in the agency’s various
field offices. For administrative purposes, the division has divided the state into four

enforcement regions, each consisting of two or three enforcement districts.*
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A captain, one or two lieutenants, and a varying number of sergeants supervise the
agents, licensing technicians, and clerical workers assigned to each district. The district
supervisors (the captains), in turn, report to one of four regional supervisors (majors). The
four regional majors as well as the headquarters staff report to the division head (the Chief of

Enforcement) and to his or her assistant (the Assistant Chief of Enforcement).’

The Enforcement Agents

The performance of agency's enforcement agents is the subject of the present study.
The duties normally assigned to enforcement agents include inspections of licensed premises,
complaint investigations involving both licensed and unlicensed premises, provision of
technical and physical assistance to local law enforcement authorities, and
educational/informational activities to promote voluntary compliance among licensees and the
general public.®

While recruitment in recent years has focused increasingly upon women and
minorities, the typical enforcement agent is a white male, thirty to thirty-five years of age,
with approximately eight years of agency service. Prior to joining the Commission, an
enforcement agent will have normally completed at least sixty semester hours of college-level
course work and will have had two to three years experience as small town police officer or
as a deputy sheriff.”

As a general rule, enforcement agents operate in two-person teams with little
immediate supervision, While investigations and some inspections are assigned, agents, like
local police patrol officers, are usually given broad discretion to "range” across their

assigned territories and to seck out violations of the law. The principle difference between
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TABC agents and their local police counterparts is one of focus: TABC agents focus their

work on violations of the penal code and of the alcoholic beverage code that occur on
licensed premises and on off-premises violations of the alcoholic beverage code. Their
primary enforcement targets are intoxicated persons, minors who possess or consume
alcoholic beverages, and the licensees who violate the law by doing business with either of
these two classes of customers.®

The Commission expects its agents to be well-versed in the statutes and case law that
govern their work. Agents are also expected to be skilled in the appropriate methods for
conducting arrests, searches, investigations, and interrogations. Other job requirements
include physical fitness, initiative, good "people skills,” and skill in both oral and written

communications.’

Summary

This chapter identified the setting of the research as the Enforcement Division of the
Texas Alcoholic Beverage Commission and described that entity as the organization
responsible for the criminal and administrative enforcement of the state’s alcoholic beverage
laws. The Chapter also discussed the mission and structure of the organization and outlined
the role and responsibilities of its enforcement agents.

In the next chapter, the focus of the report shifts from the setting of the research to
the methods used to conduct it. Rather than being concerned with environmental factors,

Chapter TV deals with the methodological choices made in the course of research.
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Chapter IV: Methodology

Chapter IV presents descriptions and explanations of the methodologies used to
construct and evaluate two alternative instruments for rating the job performance of alcoholic
beverage enforcement agents. Other portions of the chapter discuss the operationalization of
the research hypothesis and describe the three experimental hypotheses that emerged from the

operationalization process.

The Methodological Tasks

The process of constructing and evaluating the two appraisal instruments involved six
distinct methodological tasks. These tasks were: (1) the construction of an appraisal
instrument consisting of a series of behaviorally anchored rating scales, (2) the construction
of a trait-based performance appraisal instrument that utilizes the same performance
dimensions as those used in the BARS instrument, (3) the construction of a short survey
instrument consisting of closed-ended questions with Likert-like response options as a test for
instrument acceptability, (4) the administration of the appraisal and survey instruments,
(5) testing for inter-rater agreement, and (6) statistical analyses of rating and survey results.

Discussions of the methods used to accomplish each of these tasks are found below.

BARS Scale Construction
Smith and Kendall outlined the steps for creating behaviorally anchored rating scales

in their landmark 1963 study. As replicated in this project, those steps were:
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1. Use a small group of five to seven supervisors to review the results of a
recent job analysis of the work performed by employees in the target job class.
Have the members of that group identify and define the major performance
dimensions related to the job class.

2. Submit a list of the performance dimensions and their definitions to a
probability sample of the appraisal system’s potential users. Have the members
of the probability sample provide actual examples of employee behaviors
representing low, medium, and high performance for each dimension.

3. Submit the performance dimension definitions and a randomly sorted list of the
behavioral examples provided by the first group of potential users to a second
probability sample of users. Have those in this group identify the dimension
to which each behavioral example belongs and rate the effectiveness of the
behaviors found in each example on a scale ranging from "1" to "5."

4, Construct a five-point BARS scale for each performance dimension using the
successfully "retranslated" behavioral examples to "anchor" (operationally
define) each point (performance level) represented on the scale.’

Systematic probability sampling was used to control for selection bias and to enhance
the generalizability of the completed scales.? To limit the volume of behavioral examples
that had to be retranslated by the retranslation group, the size of the first sample (the
translators) was restricted to ten persons. While such a sample was too small to be truly
representative of the population,” its size was consistent with that used in one of the carlier
studies that served as the model for the current research.! To improve the power of the
statistical analyses needed during the retranslation phase, however, a sample size of forty
persons was employed.®

A study conduct by John P. Campbell and a group of his associates provided the
criteria used for "successful retranslation.” In the Campbell study, behavioral examples were

considered successfully retranslated if 80% or more of the "judges" in the second sample

assigned it to the same performance dimension. As a second requirement for successful
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retranslation, the Campbell study also specified a standard deviation of no more than 1.75 for
the effectiveness ratings of the "retranslated" behavioral examples.® It should be noted,
however, that Campbell et al used a nine-point rating range,” while this research employed a
five-point rating range. Because of differences in the size of the effectiveness ratings range,
the present research used 1.0 as the upper limit for the criterion related to the standard
deviation of ratings.

While a serious effort was made in the course of the present research to follow
common BARS development practices, economic considerations forced a significant deviation
from routine practice. In almost all the literature, BARS construction was done in the course
of conferences in which all participants were face-to-face and had the opportunity to seek and
obtain verbal clarifications and to benefit from the verbal examples and clues provided by the
researcher. In the course of the present research, however, funds were not available to bring
the members of any of the participant groups together in one place. Consequently, all
"group" deliberations were by mail or individual phone calls, and all instructions given to
group members were transmitted in writing (See Exhibits |1 - 8 in Appendices). While such
a departure is supported, to some degree, by the findings of original Smith and Kendall
study, which used both "conference" and "mail" participant groups and found no significant
difference between the results obtained from the two groups,® the value of face-to-face
contact among participants during scales construction is never directly addressed in the
literature. Despite this omission, however, the uniformity with which the "conference”

approach is used does suggest that there is a silent consensus among researchers concerning *
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its superiority as a technique. Consequently, there may, in fact, be some impact upon the

reliability of the finished product when the conference approach is not used.

Trait Scale Construction

The current research also required the construction of a performance appraisal
instrument that employed trait-based rating scales and that used the same performance
dimensions and the same five-point rating range as the BARS appraisal instrument. Unlike
the BARS scales, however, there were no behavioral anchors or examples in the trait-based
scales to "cue" raters to the most appropriate score.

Raters had only the dimension short title, the dimension definition, and their own
subjective opinions to guide their rating decisions. The finished scales were simple rating
continuums with each successive point on the scales representing a higher level of

performance.”

Construction of Survey Instruments

The research also required the construction of a post-appraisal survey instrument for
raters and ratees. The completed instrument consisted of six close-ended questions with
likert-like response options.

The questionnaire was intended (o capture the respondents’ perceptions of the
appraisal instruments in terms of issues that were thought to be related to instrument
acceptability. Specific questions assessed respondent perceptions in the following areas:

(1)  The appropriateness and inclusiveness of the performance dimensions used in
the instrument;
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(2)  The degree to which the instrument clearly communicates to the employee the
employer’s expectations concerning employee performance and rater’s
assessment of the employee’s success or failure in meeting those expectations;

(3)  The usefulness of the instrument’s ratings in the assessment of employee
training needs;

(4)  The sensitivity of the instrument ratings-- the degree to which the various
rating alternatives employed in the instrument correspond to genuine difference
in employee performance;

(5)  Respondent support for the use of instrument ratings in basic personnel
decision (termination, probation, promotion, etc.); and

(6)  Respondent support for the adoption of the instrument for regular, division-
wide use.

Administration of Appraisal
And Survey Instruments

Research Design. The research employed a post-test only control group experimental
design for the administration of the appraisal and survey instruments. Following the
methodology described in the literature, a sample of eighty subjects was drawn from a target
population consisting of 164 alcoholic beverage enforcement agents. The subjects selected
for the sample were randomly assigned to the experimental and control groups. The
experimental group was then exposed to the experimental condition (the BARS appraisal),
and a post-test in the form of a trait-based appraisal was administered to both groups
approximately thirty days after the experiential group’s exposure to the experimental
condition. As a final step, the post-test results obtained from both groups were compared,
and any significant differences found were attributed to the influence of the experimental

condition. "
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the volume of supportive responses enjoyed by an appraisal instrument and its acceptability.

Because the massive amount of user participation required to develop the BARS device, the

research also assumed that the BARS appraisal instrument would experience a higher degree

of acceptance among users than that enjoyed by the trait-based instrument.

Experimental Hypotheses. The operationalization of the component parts of the

original research hypothesis generated three usable experimental hypotheses. These were:

1.

The performance ratings obtained from a BARS appraisal
instrument will exhibit significantly lower levels of halo
effect, leniency/severity, and central tendency than will
ratings obtained from a comparable trait-based appraisal
instrument.

The performance ratings obtained from a BARS appraisal
instrument will exhibit a significantly higher level of inter-rater
agreement than will ratings obtained from a comparable trait-based
appraisal instrument,

A BARS appraisal instrument will experience a significantly
higher favorable/supportable response rate from users who
complete a post-appraisal questionnaire than will a
comparable trait-based appraisal instrument,

Test for Inter-Rater Agreement

The test used for inter-rater agreement was borrowed from the methodology described

in a 1987 study by Bradley and Pursley. In that study, the researchers drew sets of

behavioral examples pertaining to each performance dimension from the incidents of

employee behaviors submitted by project participates during the "translation” phase of

instrument development. They then submitted the behavioral examples and rating

instruments to a small sample of supervisors and asked the supervisors to rate the

effectiveness of the behaviors represented in the examples using the instrument provided. As
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their final step, the researchers correlated the ratings assigned to each example to determine
the level of inter-rater agreement.'®

In a slight departure from the Bradley/Pursley methodology, the present study used
two subsamples of supervisors consisting of two supervisors each. While the members of
both subsamples were given the same behavioral examples (nine sets of thirty examples),
each group was given a different type of rating instrument (one a BARS instrument and the
other a trait-based rating instrument). The purpose of this departure was to permit
comparison of the relative reliability of the two instruments, a step not undertaken by
Bradley and Pursley. The present study also used example sets that were slightly larger than
those used by Bradley and Pursley. The purpose of this modification was to improve the
power of the correlation analysis necessary to determine inter-rater reliability or

agreement,

Statistical Techniques.

Following the example of Bradley and Pursley, the current study employed correlation
analysis and comparisons of descriptive statistics as the principal methods for testing the
experimental hypotheses.! The specific tests performed were as follows:

Leniency/Severity. Examination and comparison of various descriptive statistics
served as the "test" for this common rater error. Following the methodology described by
Bradley and Pursley, the presence or absence of this common rater error was determined by
examination of dimension skewness statistics, by examination of the ratings distributions for
the various dimensions, and by comparison of dimension means and medians. As per

Bradley and Pursley, positive or negative skewness was assumed to indicate rating severity or
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leniency as were concentrations of ratings at either end of the dimension rating ranges. Also
interpreted as an indicator of ratings leniency or severity were differences in the mean and
medians of the various rating distributions.”

Central Tendency. The standard deviations of rating scores across ratees within
dimensions was employed as the primary measure for central tendency. The range of scores
across ratees within the various dimensions served as a secondary and somewhat less
sophisticated measure of this phenomenon. Following the Bradley/Pursley model, it was
assumed that central tendency was inversely related to the size of the standard deviation of
the rating scores awarded to employees for each dimension. In terms of rating ranges, it
was also assumed that central tendency was inversely related to the size of the ranges
actually used by the raters.”

Halo Effect. The inter-correlation of ratings across dimensions served as the
measure for this common rater error. As was the case in the study conducted by Bradley
and Pursley, it was assumed that a direct relationship existed between the degree of inter-
correlation across dimensions and the degree of halo effect present in the ratings. Higher
degrees of significant inter-correlations were assumed to correspond to a greater degree of
halo effect.?

Inter-Rater Agreement. The correlation of test ratings within dimensions and across
raters provided the test for inter-rater agreement. Following the lead of Bradley and
Pursley, it was assumed that a direct and positive relationship existed between degree of

inter-rater agreement and the strength of the correlations found.”
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Acceptability. The survey questions were written in such away thal a concentration

of survey responses towards the upper-end of the Likert distributions indicated acceptance of

the appraisal instrument in question. Consequently the "test” used for acceptability was the

percentage distribution of supportive responses.

TABLE 4-2 summarizes the experimental hypotheses, the slatistical tests employed for

each, and the expected results of that testing.

TABLE 42: Summury of Experimental Tests & Expecled Resulls

EXPORIMENTAL HYPOTHESIS TEST EXPECTED RESULTS
The performance ralmgs oblaned from a BARS appraseal matrument will exhilit
significantly lower levels of balo effect, lenicocy/severity, and ceatral tendency than
will ratimgs obtamed from a comparable trait-based appraisal instrumeat.
* Halo Effect =*Across Dimension” ~DARS has less "scross
Interoorrelation dimensiom ™
Intercorrelation.

* Lenicacy/Severity Percentage Distribution -BARS has smaller
concentrations of ratings at
ugmper anal krwer end soale,

-Comnprariaon of Croup -HARS haa leas differences

* Central Teadency

Medisns and Means

belween group medians
and means.

-BARS ratings kess
akewea,

-BARS has smaller

standard devistions,
-Range -BARS has larger mnges.
*Significance =T=-Teat -Difference in BARS and
trait-based acale scores
will be significant
The performance ratings obtained from a BARS appraisal instrument will exhibit a ~Correlation of Ratings -BARS will cxhibit higher
significantly higher level of inter-mier agresmend tam will mimgs obtamed from a BCTORE FALECE degresa of cormelstion
comparable trait-based sppraisal instrument. RCrOEs miery

A BARS appraizal mstrument will experience & significantly higher
favorsble/supportable response mie Irom users who complels a post-appraisal
questionnaire than will & comparable traii-bascd appraisal instrument.

*Significance

-Percentage Distribation

-T-Tesl

-Bars will experience
higher levels of
favornbled supportive
reaponsce

Thars will be sigrificaml
in the responses received
concerning the two
appreisal mstruments.
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Variables

In the analyses related to the sensitivity and reliability of the appraisal instruments
(i.e., the tests for leniency, central tendency, halo, and inter-rater agreement), the appraisal
ratings served as the dependent variable. The independent variable was the appraisal
instrument type. For the analysis related to the acceptability of the appraisal instrument, the
appraisal instrument type again served as the independent variable. The dependent variable,
however, was in this case the employee responses to the likert-like survey questions. In both
sets of analyses, the independent variable was at the nominal level of measurement while the
dependent variable was actually ordinal in nature. However, since the ordinal values of
both dependent variables could be translated into numeric values which simulated interval-
level data, the dependent variables were treated as if they were, in fact, interval-level

variables.

Summary

This chapter provided step-by-step descriptions the methodologies used to construct
and to evaluate two alternative appraisal instruments for rating the job performance of
alcoholic beverage enforcement agents. Included in these outlines were discussions of the
experimental hypotheses generated by the operationalization of the research hypothesis,
descriptions of the statistical tests relevant to each of these hypotheses, and a summary of the
expected test results. The resulls actually obtained from the application of these

methodologies are discussed in the next chapter of this report.
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Chapter V: Results

This chapter discusses the results of each of the methodological steps taken to
construct the performance appraisal instruments required for the experiment. The chapter
also presents the results obtained by administering the two performance appraisal instruments
and the post-appraisal questionnaire and provides an assessment of those results.

Results of the Instrument
Development Process

The development of the appraisal instruments required three methodological steps.
These steps were job analysis and the definition of performance dimensions, the translation
of the dimensions into behavioral examples, and the successful retranslation of the behavioral
examples so that they could be used as rating scale anchors. Discussion of the results
obtained during each of these steps follows.

Job Analysis & Performance Dimensions. The expert panel charged with the
responsibility of examining the results of a previous job analysis, first identified thirty-six
highly critical or frequently required Knowledge, Skills, or Abilitics (KSA’s) associated with
the job performed by enforcement agents. Then, as instructed, panelists looked for logical
groupings among the KSA’s and found a total of nine.

As its next step the panel assigned these groupings, or performance dimensions,
descriptive names. A listing of the names assigned to the performance dimensions identified

by the panel and the KSA’s associated with each appears on the next page in Table 5-1.
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By Expert Panel
%
PANEL'S GROUPINGS OF KSA'S NAME ASSIGNED
PERFORMANCE
DIMENSION
————|
*Safe operation of motor vehicle under normal and emergency conditions.
*Proper care and  mamlennnce of sssigned molor vehicle. Care & Use of
*Fircarms proficiency. Fapsipmment
*Proper care of assigned fireaima.
*Knowledge of proper mdio communications procedurcs.
*Konowledge and basic skill in the use of common office equipment.
*Konowledge of and sbility o apply eriminal sod admmistiative laws related w job.
*Knowledge of and ability (o spply proper procedurca for fining criminal complaints and sdministrative charges. Application of
*Sufficicnl understanding of the law 1o explain its requirements 1o licensees, intzrzsted members of the public, ete. Rebevant Laws &
*Knowledge of and sbility to spply cumrend law concemning arest, searches, and scizurcs. Regulations
*Knowledge and use of elfective procedures [or conducting mspections, investigntions, witness/'suspect inervicws, armests,
surveillance, undercover operations, vehicle stops, scarches, and scizurce. Use of Proper Law
*Knowledge of and willingness to use approprists non-lethal defensive tactica. Falurcement Methods
*“Enowlcdge and use of proper booking procedures. & Techniques

*3kill in sdministering emergency first aid.
*Kninwladge of and sbilily o apply sppropriste procedurea for gathermg evidence,

*Strength and sbility lo control struggling prisaner,
*Stamina and speed W conduct fool pursuits,
®Ahilily Lo Wl wwd carry cnses of seived beverages,
“Ability to apply defensive wetics effectively.

Fhiysical Condition

*Ability to respond spproprisicly to cmcrgency situations,
"Willmgness o exercise discretion m the abasnee of & direct supervisor snd to sceepl responsibility for those diseretionary

acts.
*Ability to take appropriste discrelionary sctions.

[midintive

*Abilily o defuse tense situntions by use of appropriste comversation, body language, i,
*Ability to exercise self-contrel and w0 control temper even when provoked.
*Abilily lo exercise patience, polileness, and common courlesy when mnleracting with the public, offenders, or lcensees,

Public Demeanor

® A hility to make cffective oml presenistion before diverse groups snd m diverse circumsianeces,

*Ability to communicate detailed mformaticn and complex ideas clearly o others in the course of face-to-face mectings
snd telephone  conversations,

“Ability 1o provide clear and concise answers 10 questions asked in the course of logal proceedings or cooversations,
*3kill m preparing for presentations.

Oral Communications
Skills

*Alility to writs legibly .
*Ability 1o compose clear, concise, and complete descriptions of chscrvations and physical evidence.
*Konowledge of the rules for proper grammar and skill in their use.

Writien
Communications Skills

*Ability o estsblish and mantain close working relstionships with officers of other agencica.
#kill in dealing with local officials and agencies,

*Knowledge and understanding of the agency's need for local suppon and masistance.

*Skill in satislying the legitimale peeds of kocal officials sl agences,

Inier- A pency
Relstionships

Having identified the key performance dimensions associated with the job of

enforcement agent, the panel's last task was to develop common sense definitions for each of

the dimensions. Table 5-2 displays the dimension definitions adopted by the expert panel.
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TABLE 5-2: Performance IMmenslons for Alcobolic Beverage Enforcement Apents

FERFORMANCE
DIMENSION

DEFINITION GIVEN DIMENSION BY PANEIL

Care & Use of BEquigmeat

The degree o which an sgent demonairutes proficiency in the safe and proper use of agency equipment, ncluding
fircarms, communications cquipment snd motor vehicles

Application of Relevant
Lawa & Regulatioma

The degree 1o which an agent understands and can appropristely apply the ststites, case law, snd sdoinisirative
regulations relevant (o the policing of licensed premises snd tho regulntion of aleoholic beverages.

Use of Proper Law
Eaforcement Methods &

Techniques

The degree 1o which an sgent demonstrates the wse of appropriste police methods in conducting arresta,
interrogations, undercover operations, etc.

The degree o which an ngent is physically capable of executing & forcible arrest, controlling & struggling prisoner,

Physical Condition conducting & foot pursuit, carrying conflicated goods, applying defensive wactics, etc.
Initiative The degres to which the ageal is can be counted upom Lo take appropriale scliom when cireumstiances warmnt it in the
abaence of specific orders and withoul direel supervision.
The extent lo which the agenl is respectful, polite, and helpful in his or her dealings with Heensces and the public
Public Demeanor and the degree 1o which the agent is coureous and wetful in his or ber handling of viclators.

Ol Communications Bkills

The sbility of an agent to make effective oral prescatations befiore a court and m diverse public seilings, ncluding
eivie group meelings, indusiry group meetings, government bearings, and classroom prescnlstions.  Also peraing 10
a0 agent's ability w0 communicate effectively during onc-on-one meelings, applcant mterviews, and telephone
convernalions.

Writlen Communications
Skills

The exienl o which reports and other documents genernied by the sgeni are correctly completed, well-writea,
legible, and on time.

Intce-Agency Relationships

The cxtcat o which the agent cotablishes and maintains close, cooperative relationships with peace officers of other
law enforcement agencics.

Translating the Dimensions into Behavioral Examples. During this stage of

instrument development ten enforcement agents and enforcement supervisors were each asked
to provide three examples of employee behavior for each of the dimensions identified by the
expert panel. The instructions given the group asked participants to make their examples as
specific as possible and to have each of the examples furnished for a particular dimension
represent a different level of performance ("high," "medium," or "low").

The 257 behavioral examples generated by the "translators" are found in Exhibit 3 of
the appendices. As the reader will note when reading the exhibit, the examples provided by
the participants suffer from a lack of specificity. Rather than furnishing examples of specific

conduct as instructed, the translators chose to provide generalities.
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To illustrate, one of the examples provided was "Agent has basic working knowledge
of applicable statutes and rules and can correclly apply this knowledge without assistance

from supervisors.” Logically speaking, this type of statement is a generalization drawn from
observations of the same subject acting on different occasions under similar circumstances.
A specific example, on the other hand, would have described what the subject actually did
during a single event.

While the lack of specificity in the behavioral examples provided by the translators
did represent a departure from the Smith/Kendall methodology, time and other resource
limitations precluded repetition of this phase of the study. General or not, the behavioral
examples obtained from the original translators remained the focus of efforts to construct a
BARS appraisal instrument.

Retranslation of Behavioral Examples. During this phase of the research, the 257
behavioral examples provided by the translators were randomly sorted and submitted to a
probability sample of forty agents and supervisors. These "retranslators” were asked to
identify the dimension to which each example belonged. They were then asked to rate the
desirability or effectiveness of the behaviors described in each example on a scale of "1" to
"5." According to the crileria selected by the researcher, an example was to be dropped
from further use if less than 80 percent of the retranslators assigned it to the same
performance dimension. An example was also to be dropped if the standard deviation of the
desirability/effectiveness ratings it received was greater than one (1.0).

As is shown in Table 5-3, only twenty-six of the 257 behavioral examples reviewed

by the retranslators failed to meet the researcher’s criteria for successful retranslation. Also
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as is shown in Table 5-3, other studies have typically lost a much greater portion behavioral

examples during retranslation.

TABLE &3: COMPARISON OF RETRANSLATION LOSSES

NUMBER NOT
SUBJECTED TO RETRANSLATED NOT
RETRANSLATION

Smith & Fendall
{1963y 141

Campbell et al (15737
Hat Cited
Bradley & Purabey
(1987 243
Present Study (1993)
57

The wide variance in the rejection rate experienced in this study and that seen in prior
research raises doubts about the wisdom of the decision made concerning the repetition of the
project’s translation phase. Either there is an exceptionally high level of agreement among
enforcement agents and their supervisors concerning the classification and organizational
value of agent behaviors, or the lack of specificity in the examples used makes it difficult for
raters to identify true differences in the natures of the behaviors represented by the examples.
Since there is nothing in the literature that suggests that police officers experience unusually
high levels of agreement, logic favors the second explanation. Failure to repeat the
translation phase of the project and the resulting use of general, rather than specific,

behavioral examples during retranslation may provide the reason for the observed variance.
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Results of Instrument Testing

As has been previously noted, the research employed a post-test only/control group
experimental design to test two types of performance appraisal instruments. The first of
these appraisal forms utilized behaviorally anchored rating scales (BARS) and was
administered as the experimental condition to assess the performance of a randomly
selected/randomly assigned experimental group consisting of forty-one agents. The second
rating instrument employed simple trait-based scales (TBS) and was administered thirty-days
later as a post-test to assess the performance of the same experimental group and of a control
group of similar size. The administration of both the experimental condition and of the post-
test also included the administration of a six-question, post-appraisal questionnaire to raters
and ratees. The purpose of the questionnaire was to measure the "acceptability” of each of
the appraisal instruments. Discussion of the test results follows.

Equivalency of Groups. TABLE 5-4, which compares the post-test scores of the
experimental group with that of the control group, confirms that the random assignment of
randomly selected agents to the two subsamples produced two statistically equivalent groups.
As the t-test scores for the performance dimensions indicate, there were no significant

differences between the two groups of agents tested.
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TARLE 5-4: By Dimension Comparison of Group Means for Post-Test (Truil-Bosed
Seale) Scores OF Control Group & Experimental Group

FERFORMANCE ETATISTIC ||

DIMENSION Mean sp | D ' P
F

Care/Use of BEquipment
Contral Chroug 372 | 560 78 i p< 930

Experimental Group 3Tl 512

Knowledge/Application of Law
Comtrol Growp 34 98 | TR -1 p < 943

Experimental Groap 344 HH

Use of Proper Police Methods

Control Group 3.51 A1 ™ 1417 p= 158

HRxperimental Group n B3

Pliysical Condition

Control Group 346 | sos | | asa| p<oam
Experimental Group 4| e

Initistive

Comtral Ciroup 339 | s90| 78 | 146 | px g
Experimental Group 361 |

Public Demeanor

Control Group 359 | 340 | 78| 234 | px bl
Expesimentsl Group 356 [ 550

Orral Communications
Caontrol Clroup 3.62 £33 | TR 40 p < 964

Experimental Group 3.61 A28

Written Commugnications

Contrel Group

Experimeatal Group

Inter-Ageocy Relations

Comtrol Groap
Experimeatal Group
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Results Pertaining to the Experimental Hypotheses. The two appraisal instruments

were administered to gather data that could be used to prove or disprove the three
experimental hypotheses. Each of the hypotheses targeted a specific issue. These issues
were: (1) Common Rater Errors, (2) Inter-Rater Agreement, and (3) Acceptability. A
review of the test results pertaining to each of the hypotheses follows.

Hypothesis No. 1: Common Rater Error. The hypothesis had asserted that the
ratings obtained from the BARS instrument’s ratings would exhibit significantly lower levels
of common rater errors, such as halo effect, leniency/severity, and central tendency than
ratings from the trait-based scales instrument. The test results failed to support this
assertion,

TABLE 5-5, for example, clearly shows that there were no significant differences
between experimental group’s post-test and experimental test results even though different
instruments were used for each test. In order for the hypothesis concerning common rater
errors to be valid, significant differences would have to been seen in the rating results

obtained from the two appraisal formats.

TABLE -5 By Dimension Comparison of Group Means BARS Scores & Trait-Based
Seale Seores Of Experimential Group

CoredLse of Bguipment
BARS 17 742 B0 A7 p < .B63

THS in A2

Enowledge/ Application of the [aw

330 | s82 | 80| -3%0| pg o2

34 e
Tgauy = 41 Opps = 41




TABLE 55: Continued

o
FERFORMANCE ETATISTIC

DIMENSION Mean D T P
F

———————
Use of Proper Folice Methods

BARS 3.56 JB0R ED 1.554 P

THS 3.27 B95

Physical Condition

HARS 34 | o | om0 56 | p< 5T
544 | 76

3.6l k] 0 (000 px lLud
3.6 )|

3.56 34 ED 0.000 p< 100

3.56 | .50
339 | 678 | 50 | -1.5% p<.1?
3.6l 28

346 | 897 | 80 232 | pg 96
344 T8

368 | &87 | 80| -7 | pg SR
anm TR

= =]
Tonms = 41 e}

TABLE 5-6 compares the experimental group's BARS and TBS scores in terms of
descriptive statistics related to central tendency and leniency/severity. As anticipated, the
rating ranges and "within dimension" standard deviations are slightly larger for the BARS
ratings than for the trait-based ratings, indicating less central tendency in the BARS ratings.

Also as expected, the skewness statistics associated with the BARS rating distributions are

56
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smaller on average than those associated with the trait-based rating distributions, indicating

less leniency/severity error in the BARS ratings.

TARLE 5-6: By Dimension Comparison of Descriptive Statistics for Performance Ratlngs Recclved
by Experimentsl Group (Behaviorully Anchored Rating Scale Scorea Va. Trait-Based Scale Scares)

41

FERFORMANCE STATISTIC
=““"“‘5‘““ el ) s | DR ) Mee |8

Care/Use of Equip

HARS 2 5 4 37 742 1]

TBS 3 5 4 imn A12 =332

Enowledge/ Application of Taw

BARS 2 § 3 jae A28 114

THS 1 5 3 344 N - 249

Use of Police Methods

HARS 1 3 3 3.56 BE - 200

TBS 1 5 3 n B85 -.762

Physical Condition

BARS I 5 4 1M T8 -1.58

THS 1 § 3 L) Tia -1.26

Initistive

" BARS 1 5 4 3.6l B33 -A85

THS 1 5 4 3.6l m - BT
3 5 3 3.56 34 il
2 4 4 3.56 550 - 700
2 5 3 339 L6328 129
k] 5 4 3.6l 628 S0
2 5 3 346 Ba7 216
2 5 3 . 76 (43
2 5 4 3.68 G687 Azl
i § 4 373 08 Al

—




58

Further evidence that less leniency/severity was experienced with the BARS
instrument is offered in TABLE 5-7. TABLE 5-7 compares the percentage distributions of
the BARS ratings awarded to the experimental group with the percentage distributions of the
trait-based scale ratings awarded to the same group during the post-test. The data displayed
in TABLE 5-7 clearly show that the BARS ratings were less concentrated at the extreme ends
of the rating range than the ratings obtained from the trait-based instrument, Such evidence

is fully consistent with an expectation of less leniency/severity error in the BARS ratings.

TARLE &7: Comparison of Performance Rating Distributions
BARS Scores & Tralt-Based Scale Scores Of Experimental Group

Care/Use of Dquipoeat

BARS D0.0% 9% 3% 53.6% 12.2%

THS 00.0% 00.0% ITE 65.9% B2A4%

Knowledpes Application of Law
HARS 0.00% .95 B.7% 100% 024%

TBS 5% 02A4% 46.3% 46.3% 0z.5%

Use of Proper Police Methods
BARS 1Z24% 00w LR ] 6w 12.2%

TRS 3% A% 511% HIR 6 .9%

BARS 04.9% 00.0% MI% S8.5% 02.4%

TBS 0d.9% 00.0% 43.9% 48.8% 024%

39.0% 41.9% 122%
1% 53.7% T3%
51.2% 41.5% 07.3%
W0% SE6% [EIRIEL

Oy = 41
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TABLE 5-7: Cuntinued

Performance Rating (Scare)

1 2 3 4 5
A¥vg Above Buperior
Avg

Inter-Agency Relatioms

BARS 00.0% 24% J6.6% 51.2% HE%
TBS 00.0% 00.0% 41.5% 41.9% 14.6%
Dgans = 41 g = 41

The BARS ratings, as expected, did exhibit lower levels of central tendency and
leniency/severity error than did the trait based ratings. At the same time, however, the BARS
instrument was not found to be superior to the trait-based instrument with respect halo effect,
In fact, contrary to all expectations, analysis of the two sets of performance ratings produced
evidence of a much greater incidence of halo effect in the BARS results than in the trait-
based ratings. The statistical measures for halo effect (the "across dimension" inter-
correlations of ratings) are shown for both rating instruments in TABLE 5-8. These inler-
correlations clearly indicate that those using the BARS instrument experienced a higher

degree of halo effect.



TABLE 5-8: Comparison of Dimension Inler-Correlutions
Behaviorally Anchored Rating Scale Scores Wa. Trail-Based Scale Scores
Fur Experimentul Group

I
PERFORMANCE FERFORMANCE DIMENSION
DIMENSION Equip Laws Police Fhys Init Publie Oral Writ Inter
[ Meth Cund Dinnr Ciom Com Agey |
Cure of Equipment
HAHS 1.0
TBS 1.00
Knowledge of Law
BARS 39 1.0
23 1.00
BARS A2 T4 1.00
TDS 42 36 1.00
Phiys. Condition
BARS -.18 A8 Al 1.00
TBS =11 A0 55 1.00
Initistive
BARS 7 S ik 1 1.00
THA 21 A9 S5 0 1.00
Public Demeandor
HARS AG J14 g =07 S5 1.0
TBE 15 A1 A9 -0 el | 1.00
Oral Commun
BARS i G2* B4 i 9 i0e 104
TBS 26 S+ 33 i i) S 36 1.00
Written Commun
BARS i S+ A7 21 S Al 60 1.00
TB3S 21 A5* g1 AH AT 35+ S1* 1.00
Inter-Agency Rel
BARS a7 Alr A2 g 57 30 AT Al 1.00
THS A9 A9 16 =14 Sar AG* e gl 1.00
Ngaps = Ny = 41
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To summarize then, the test results did not sustain the hypothesis concerning common
rater errors. No significant differences were found in the ratings associated with the two
performance appraisal instruments. Beyond the issue of significance, the results were mixed.
The BARS ratings, as expected, were found to contain less central tendency and less
leniency/severity error, The trait-based ratings, on the other hand, were found to contain
less evidence of halo effect.

Hypothesis No. 2: Inter-Rater Agreement. The second experimental hypothesis
postulated that a significantly higher degree of inter-rater agreement would be experienced
when using a BARS rating instrument that when using a comparable trait-based appraisal
instrument. To examine the validity of this hypothesis, a convenience sample of four
supervisors was drawn and divided by random assignment into two subsamples of equal size.
The two supervisors assigned to the first subsample were given nine BARS rating scales, one
for each performance dimension used in the BARS appraisal instrument. Those in the second
subsample were given trait-based scales for the same dimensions, Both groups were then
given nine sets of behavioral examples. Each set pertained to a specific performance
dimension and consisted of thirty behavioral examples. Once supplied with the rating scales
and the example sets, the supervisors were asked to rate each behavioral example using the
assigned rating format.

The ratings assigned by each set of supervisors were then correlated on a dimension

by dimension basis. The results of this analysis are presented in TABLE 5-9.



TABLE 5-%: Test lor Inter-Hater Agreement

DIMENSION RELIABILITY
COEFFICTENT
BARS TARS
—_—-m

Carc & Use of Equipment all A0
Knowledge/ Application of Laws 836 61
Use of Proper Police Methods i v
Physical Condition 00 Rk )
Initiative B B2
Public Demesnor 852 A4
Crral Commmunications Skills A6l B [
Writlen Communications Skills 781 738

[ Inler-Agency Helations Ba6 i}
Grand Mean ETD (B3l

Ogaps = 2 Brpg = £

The reliability coefficients shown in TABLE 5-9 are nothing more than the correlation
of the rater scores for the behavioral examples provided for each performance dimension.*
As is see in TABLE 5-9, both instruments enjoyed fairly high levels of inter-rater
correlation, or agreement. While the BARS instrument did, as expected, experience a
greater degree of agreement, the differences in the correlations for the two instruments were
not great. The sizes of subsamples used in this case preclude any meaningful test of
significance, but the evidence does, at least, nominally support the hypothesis,

Hypothesis No. 3: Acceptability. The third research hypothesis voiced speculations
concerning the relative "acceptability" of the two types of rating instruments. It asserted
that, as measured by favorable rater and red responses to post-appraisal questionnaires, the

BARS instrument would enjoy a significantly greater degree of acceptance than would the



trait-based appraisal instrument. TABLE 5-10 and TABLE 5-11 present the research

findings relevant to this hypothesis.
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TABLE 510: Comparison of Disiributions of Survey Responses Concerning the Acceptability of the BARS & TBHS Appralsal Instruments

BEURVEY QUESTIONS RESPONSE OFTIONS
1 2 a 4 L
Strangly Some Na Some Strang
Disagree [Hisngres- Opin- Agree- Agree-
fen
|
The appraisal instrument gives employees & clear idea of employer’s expectations
and of how well be or she met those expectations
BARS o1.7% 12.1% 4l 4% 39.6% 05.2%
THS 02.2% 16.3% 46,7% 4% 4.4%
The rating scales used io the appraisal instrument truly reflect the full range of
critical tasks performed by agents
BARS 0L7% 06.9% 9.7% 43.1% OR.6%
TBS B3.a% 5 4% MaAw ils% 5%
The ratings obtained from this appraisal insrement belp the employer ideatify
HARS 03.5% 17.2% 453 % 7.6% m4%
THS M.4% 13.9% 47.8% 2.8% 01.1.%
Differences in the mimgs obtaned froo using this rating nstrument represent nes
differences i employes performance
BARS 0.00% 0.7 50.0% M.1% 05.2%
THS M35 25.0% 46.7% 0.7% m3s
Ratings obtained from the wse of (his sppraisal mstnenent should be one of the
factors considered in making basic perscanc] decisions
BARS 08.6% 13.4% 13.4% 44 8% 19.0%
TES 4.4% 12.8% 152% 43.5% 4.1%
This appraisal mstrument should be adopied for stale-wide use,
BARS 00.0% 10.3% 20.7% 43.1% 25.9%
THS 2.2% 0.7% 10.9% 460.7% 19.5%
Lk
Nyaus = Oras =

As is seen in TABLE 5-10, the BARS instrument did, as anticipated, received a

greater proportion of favorable/supportive responses. While these findings support the




hypothesis, the size of differences in favorable/supportive responses received by the two
appraisal instruments does not. The "t" statistics displayed in TABLE 5-11 clearly
demonstrate that the differences in the favorable/supportive responses rates enjoyed by the
two appraisal instrument were not significant. The lack of significant differences indicates,

in this case, that hypothesis pertaining to instrument acceptability should be rejected.

TABLE 5-11: By Ttem Comparison of Group Means for Sorvey Questions Concerning the Acceptability of
BARS & Trali-Based Appraisal Instrumenis

PERFORMANCE

DIMENSION

TDS

Instrument Reflects Range of Critical Tasks

DARS

TDS

Instrument [dentifics Trakning Needs

BARS 110
TRS .92
Instruenend Thstinguishea Dhifferencea in

Performance

BARS 3.4
TES .94

Instrument Ratings Should be Used as Basis
for Basie Personnel [ecisions

BARS 3.52
TBES 3.40

Instrument Should be Adoptcd for Regulsr

3.84

3.461

Ppaps = 38
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Summary of Results

The scale development process did not generate behavioral examples with the degree
of specificity anticipated. While the lack of specificity may or may not have effected the
rating instrument test results, those results were not consistent with the researcher’s
expectations.

For example, analyses of the data collected during the research did, as expected,
indicate that the BARS instrument was superior to the trait-based scale instrument in terms of
central tendency, leniency/severity, inter-rater agreement, and acceptability. At the same
time, however, other analyses showed the trait-based instrument to be superior in terms of
halo effect and demonstrated that the differences belween results obtained by the two
appraisal instruments was insignificant. This second set of findings necessitated the rejection
of two of the three experimental hypotheses. TABLE 5-12 on the following page

summarizes the test results, Conclusions are offered in the next chapter of this report.



TABLE 5-12: Comparison of Actual & Expected Results of Experimental Testings
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FEXPERIMENTAL HYPLYTHESIS THET EXPECTED ACTUAL HYPOTHESIS
RESULTS RESULTS SUSTAINEDT
hrm————————. e e —— |
The performance miings obained from a
BARS appraisal instrument will exhibit
significantly lower levels of hnlo elfect,
lenicacy/severity, and ceatral eadency
than will ratings obtained from &
comparsble trait-based appraisal
instrument.
* Halo Effect ="Across Dimension” ~DARS has less -BARS has more
Iniereorrelation “ncross dimension” “acroas dimension”
Intercorrelation. Intercorrelation.
* Lenicacy/Severity -Percentage ~BARS has smaller -DARS has smaller
[hstribadiom oimcentralions of ommnoentralioms of
ratings &t upper and ratings st upper and
lower end acals. lower end scale.
NO
-Comparisoa of Group -BARS has loss -BARS has leas
Medians and Means difference between difference between
group mesdians and Eroup medinns wnd
TW-and, msans.
~Skewncad =BARS ratings less -BARS ratings leas
showed. skewed.
* Ceniral Tendenoy -Standard Deviation -BARS has smaller ~DARS has smaller
slandard devialioms. slandard devialionis.
-Range =0DARS has larger -HARS has larger
TEDgEES. TETIEES.,
*Sigmilicance -T-Teat -Difference in BARS -Difference in
nnd trnsl-bnsed seale BARS and trnil-
scorcs will be based scale scores is
significant insignificunt.
The performance ratings obtained from a ~Correlation of Ratings | -BARS will exhibic =BARS cxhibits YES
BARS sppraisal instrument will exhibil & ncToas rElers higher degrees of hagher degrees of
significantly higher level of inter-rater correlation across corrclstion across (But the
ngreement thun will retmgs obdaimed from ralera ralers difference in
& comparable trait-based appraisal small, and may
mstrument. not be
significant)
A BARS appraisal instrument will -Percentage =Bars will expericace -Bars expericnce
cxpericoce & significanily higher Distrshutiom higher levels of higher levels of
favarable/supportable response rate from favorable/supportive Tuvorable/ supportive
users wha complele 8 post-sppraisal TEEpONEss reEpOnscd
questionnaire than will & comparsble (ruit-
hased appraisal mstrument NO
*Significance =T e ~There will be -The differences in
significant in the the responscs
respemses received receved for the bwa
concermning the two appraisal
appraisal instruments. instruments were
lnignilcant.

—_—
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Chapter VI: Conclusions

The Success of the Research

The rescarch began with two objectives. The first objective was to construct a
performance appraisal instrument for alcoholic beverage enforcement agents that utilized
behaviorally anchored rating scales. The second objective was to demonstrate that the BARS
methodology could produce rating instruments that were significantly more reliable, more
sensitive, and more acceptable than comparable trait-based scale instruments. As has been
shown in this paper, the research accomplished the first of these goals, but failed to achieve

the second.

Cause of Outcome

The rescarcher rejects the notion that the test results “disprove” the theory on which
the BARS is based. While the results of this study failed to support to theory, the theory is
well supported by the results of previous research. The evidence resulting from that research
is simply too voluminous and too consistent to be ignored.

Instead, the rescarcher believes that the failure to accomplish the second goal may be
due to the lack of specificity observed in the behavioral examples used as anchors for the
BARS rating options. While the validity of this suspicion cannot be "proven," it is doubtful
that the literature would have so consistently demanded the use of specific behavioral anchors
if the characteristic was not critical to the success of the BARS design. Also supporting the

suspicion is that the results of the research are logically consistent with the consequences one
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would expect see if the behavioral anchors used were, in fact, too general. An unusually
high retranslation rate for behavioral examples and a lack of significant differences in the
results obtained from the two instruments are logical consequences of using behavioral
anchors that are too vague to permit raters in distinguishing true differences in performance
levels. The fact that these results were actually observed serves to confirm the suspicion.

As for the cause of the lack of specificity seen in the behavioral examples submitted
by the translators, there is, again, no conclusive proof for any particular belief. Suspicion,
however, points to a tie, if not a causal relationship, between the lack of specificity in the
examples received and the decision to rely on written instructions when communicating with
project participants, While this decision was consistent with the methodology originally
demonstrated by Smith and Kendall," it represented a departure from the methods used in a
majority of the related studies. In those studies, written instructions were invariably
supplemented by face-to-face conferences.”

Inexperience may have led, in this case, to the use of imprecise or unclear
instructions, a mistake that more experienced researchers like Smith and Kendall would have
avoided. From the results of the research, it seems apparent that face-to-face conferences
should have been used to supplement the written instructions, particularly during the
translation stage of BARS development. Use of the conference approach, under the
circumstances which existed, would have provided an additional line of defense against any
inadequacies in the writlen instructions.

The results also indicate that, instead of accepting behavioral examples that lacked

adequate specificity, the researcher should have provided the translators more explicit
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instructions and repeated the translation phase of the project. While the lack of time and
other resources may have restricted the range of available options, resource limitations do not
excuse poor research decisions. When confronted by unexpected outcomes early in the
project, the initial methodological choices should have been challenged and, perhaps, even

changed.

Topics for Future Research

One of the chief problems associated with BARS performance appraisal systems is the
cost of creating them.” Because BARS scale construction requires a considerable investment
of time and other resources, methodological shortcuts, such as the use of written instructions,
can result in substantial savings and make the methodology more accessible to greater
numbers of potential users. While reliance upon the use of written instructions may have
generated unanticipated and negative results in this study, that does not mean that "better”
instructions would not have produced "better" outcomes. Consequently, one potentially
useful type of future research would be studies that focus upon possible methodological
shortcuts. A study that compares the effect of different sets of written instructions on scale
construction and rating outcomes could, for example, identify a methodological shortcut that
does not compromise the quality of the finished product.

Another area ripe for future research concerns the value of using specific behavioral
examples as behavioral anchors. While the results of the present study certainly suggest that
the use of specific behavioral anchors might be critical to the success of the BARS
methodology, a suggestion is not proof. A research project that contrasts the results obtained

from a BARS instrument using specific behavioral anchors with that of one which employs
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more general examples as its rating scale anchors could provide great insight into the value
of specific behavioral anchors. Such research might even suggest ways of avoiding the types

of problems that troubled the present study.

Summary

The attempt to create an appraisal instrument for alcoholic beverage enforcement
agents that used behaviorally anchored rating scales was successful. Unflortunately,
methodological errors may have compromised the quality of the finished product and affected
the outcome of instrument testing. In any case, the study failed to demonstrate that the
BARS appraisal instrument was significantly more reliable, sensitive, or acceptable to users
than a comparable trait-based instrument.

Because of the preponderance of contrary evidence found in the literature, the notion
that the test results challenged the validity of the BARS methodology was rejected. Instead,
it was concluded that the outcomes observed may have resulted from poor methodological
choices made during the construction of the BARS instrument. Among the specific choices
called into question were the decision to rely almost exclusively on written instructions for
communicating directions to project participants and the decision to accept and use behavioral

examples that lacked sufficient specificity.
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INTER-OFFICE COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: May 12, 1993

TO: Roger Boyd, Sergeant, Houston Enforcement

FROM: Roy Hale, Staff Services Officer, Enforcement HQ

SUBJECT: Identification and Definition of Key Performance Dimensions Related to Job of
Agents I-IV

Thank you for your willingness to participate in the current phase of my research project. The
purpose of the project is to develop and test a performance appraisal instrument for enforcement
agents that meets the validity requirements of the U.S. Equal Employment Opportunity
Commission and that produces relevant and reliable performance data. The objective of this,
the first stage of the project, is to identify and define the key dimensions of the job performed
by the agency’s enforcement agents.

A performance or job dimension is a critical, supposedly distinct, aspect of the employee’s job.
In terms of specific job functions, a performance (job) dimension is a logical grouping of
related tasks that are crucial to job success and/or are frequently performed.

In the methodology that I am following, the first step in the process of identifying and defining
the performance dimensions associated with a particular position is to conduct a job analysis,
In the course of a job analysis, a representative sample of job incumbents list the individual tasks
they perform and then rate each task in terms of its criticality and of the frequency with which
it is performed. As you will recall, this first step was accomplished last summer as part of the
agency’s ADA implementation efforts,

The second step in the process is to sort the most critical and/or frequently performed job tasks
into logical groupings. These groupings become the performance dimensions for the job under
consideration. As a third and final step, the definitions for the various dimensions are, then,
deduced from the common elements of the groupings.

You and four other enforcement supervisors have been asked to undertake steps two and thres
of the process outlined above using the information provided by agents in their responses to the
agency’s 1992 ADA job survey. Copies of these responses have been enclosed for your use.



To guide you in your efforts and to provide a starting point for your work, I have taken the
liberty of preparing and enclosing a table entitled "Tentative Performance Dimensions For
Alcoholic Beverage Enforcement Agents." This table identifies and defines a eight performance
dimensions for alcoholic beverage enforcement agents. The dimensions cited and their
definitions were the results of my own attempt to complete the steps you have been asked to
follow,

While it is hoped that you will reach similar conclusions, you are not limited to the dimensions
or the definitions found in my table. You are free to add, delete, or modify at will.

I do ask, however, that each of your final dimensions be more or less distinct (e. g., each should
represent a different aspect of the job) and that they be drawn only from your analysis of the job
survey responses. Because of lead-time requirements for the other phases of the project, I also
request that you have your recommendations concerning appropriate job dimensions and
dimension definitions to me by Friday, May 28, 1993.

Again, thank you for your willingness to participate. I appreciate your assistance.

PS: While nane of the previous rescarch undertaken with this mezhodology has specifically cxamined the joba of alcobalic beverage enforcement agens, 4
number did lock a2 & aimilar occupanion— police patrol officer, muuhm:hmhtuupq{mmdhnmimihuﬂdhummﬁumwﬂu
patrod afficers have been moclosed for reference purposes.



TENTATIVE PERFORMANCE DIMENSIONS
FOR ALCCHOLIC BEVERAGE ENFORCEMENT AGENTS*

Care and Use of Equipment

The degree to which an agent demonstrates proficiency in the safe and proper use of agency
equipment ([fircarms, motor vehicles, radios, office equipment, etc.) and exercises due diligence in
the care and maintenance of assigned equipment.

Application of Relevant Laws & Regulations

The degree to which an agent understands and can appropriately apply the statutes, case law,
and administrative regulations relevant to the policing of = licensed premises and the

regulation of alcoholic beverages.

| Use of Proper Law Enforcement Methods & Techniques

The degree to which an agent demonstrates the use of appropriate police methods in conducting
arrests, investigations, searches, interogations, undercover operations , etc.

Physical Condition

The degree to which an agent is physically capable of executing a forceable arrest, controlling a

struggling prisoner, conducting a foot pursuit, carrying confiscated goods, applying defensive tactics, etc.
Public Demeanor

Extent to which the agent is polite, courteous, helpful, and respectful in his or her dealings with licensees
and their customers, with the general public, and with violators.

iDral Communications Skills

‘Thr.: ability of an agent to make effective oral presentations before a court and in diverse public|

Isattmgs, including civic group meetings, industry group meetings, government hearings, an,d[
| classroom presentations. Akapenams to an agent’s ability to communicate effectively during one—on—one

Ir meetings, applicant interviews, and telephone conversations.

Quality & Timeliness of Written Reports & Other Documents
| The extent to which reports and other documents generated by the agent are correctly completed, readable,
Emd on time.
;lIntl:r—Agcnc:y Relationships
| The extent to which the agent establishes and maintains close, cooperative relationships with the peace
| officers of other law enforcement agencies.

*Dimensions Deduced From Resaity of Job Anahab Cosducted During the Sammer of 1992
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PERFORMANCE DIMENSIONS FOR PATROL OFFICERS
USED BY FRANK I. LANDY ET AL (1976)

\Job Knowledge

Use of knowledge of law, procedures, policies, and techniques related to the patrol function including the
application of prior training.

Judgement

Analytic assessment of the situation and taking necessary and appropriate action after consideration of
alternative approaches.

Reliability

Dup:ndabmty in job attendance, effort expenditure, acceptance of respnnslbﬂlty, reaction to stress, and
accuracy in all details of work.

Initiative

Individual personal performance conducted without either direct supervision or commands, including
recommendations for improved departmental procedures,

Attitude

General orientation toward the law enforcement profession and the department.

Communications

Ability to make oneself understood and to gather and transmit imformation in both oral and written fashion.
Demeanor

Professional bearing as determined by overall neatness of uniform, personal grooming, and general physical
condition.

Use of Equipment

Knowledge of and skill in the use of firearms and other special equipment (radio, vehicles, first aid, etc.).
Dealing with the Public

Ability to deal with public in a respectful, tactful style, while attempting to meet their expectations, if possible.
Compatibility

Ability to work with fellow officers, including aceepting and giving constructive crriticism, murual decision
making, and taking an equal share of the work load,

Work Attitude

Interested in serving the public by the performance of his or her job, gains satisfaction from doing job well,
including fair and objective enforcement and administration of the law.

Source: Prank J. Landy ei al, “Behaviomily Anchared Scales for Rating the Performance of Police Officen.” Jourmal of Applied Prchology 61 (1976): 750 - 758




PERFORMANCE DIMENSIONS FOR PATROL OFFICERS
USED BY CASCIO AND VALENZI (1977)

Job Knowledge

Awareness of procedures, law, and court rulings, and changes in them.

Judgement

Observation and assessment of the situation and taking approriate action.

Dependability

Predictable job hehavior including attendance, promptness, and reaction to boredom, stress, and criticism.
Initiative

Individual personal performance conducted without either direct supervision or commands, including
recommendations for improved departmental procedures.

Attitude

General orientation toward the law enforcement profession and the department.

Communications

Ability to make oneself understood and to gather and transmit imformation in both oral and written (ashion.
Demeanor

Professional bearing as determined by overall neatness of uniform, personal grooming, and general physical
condition.

Relations with Others

Ability to deal with people contacted during the performance of patrol duties, including public, fellow officers,
and supervisory personnel.

Source: Wayne F. Cascio and Eazo R Valenzd, "Behavionlly Anchored Rating Scales: Effects of Education and Job Experience of Raters and Rateer  Joumal of
Applied Prvehology 62 (1977): 278 — 252 Fosonsh uf



PERFORMANCE DIMENSIONS FOR PATROL OFFICERS
USED BY BRADLEY & PURSLEY (1987)

Job Knowledge
Awareness of current laws, court rulings, procedures, rules, regulations, policies, and techniques.

Decision Making

Observation and assessment of situations and taking appropriate action.

Dependability
Predictable job behavior including attendance, prompimess, and reaction to boredom, stress, and criticism.

Initiative
The performance of job activitics without either direct supervision or commands, including suggestion for
improved procedures.

Equipment Use
The safe and proper use of vehicles, fircarms, and other special equipment (radios, computere terminals, etc.).

Communications
Ability to make oneself understood and to gather and transmit imformation in both oral and written form.

Demeanor

Professional bearing as determined by overall neatness of uniform, personal grooming, and general physical
condition.

Relations with Others

The officer’s ability to effectively deal with people he or she comes into contact with during duty tours. This
includes the public, fellow officers, and supervisors.

Source: DmyEBMdWDMmMT?MMM%hMGMWW Deveiopmeni asd Evaiustion,”
Journal of Police Science and Adminiirston (1987: 37 -




INTER-OFFICE COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: June 1, 1993

TO: Gary Foster, Agent, Houston Enforcement
FROM: Roy Hale, Staff Services Officer, Enforcement HQ

SUBJECT: Participation in Development of Experimental Performance Rating Scales

As was explained in Chief Brown’s Inter-Office Communication of May 17, 1993, the
Enforcement Division is testing alternative instruments for rating agent performance. You are
being asked to participate in the second stage of this process.

In the previous stage, a small group of enforcement supervisors was asked to review job task
surveys completed by a representative sample of 42 enforcement agents. The primary mission
of this group of supervisors was to sort the tasks the agents rated as most "crucial” and/or
“frequently performed" into logical groupings representing different aspects, or ratable
dimensions, of the job performed by agents. They were also asked to provide a short
description and a definition for each dimension they identified.

Those involved in the second of stage of the project will be asked to extend the work begun in
first. More specifically, they will be requested to provide actual examples of agent behaviors
(specific examples, not generalities) representing high, average, and low effectiveness in each
of the performance dimensions identified and defined by the first group of participants.

To facilitate your participation, I have enclosed a short, two page response form which contains
separate sections for each of the performance dimensions under consideration. Each section
contains a short description for the performance dimension, its definition, and spaces for
recording behavioral examples representing high, average, and low agent performance.

To complete a section of the form, all you have to do is to study the dimension definition and
to provide examples of actual agent behaviors representing high, average, and low level’s of
performance in that dimension. It shouldn’t take you more than an hour or so to finish the
whole form.

The completed response form should be returned to me here at Headquariers no later than June
10, 1993. Your assistance and cooperation in meeting that deadline will be much appreciated.

Please call me at (512) 206-3404 if you have any questions. Thank you for your participation.
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. PERFORMANCE DIMENSIONS
FOR ALCOHOLIC BEVERAGE ENFORCEMENT AGENTS*

—_— - -—

‘Care and Use of Equipment

The degree to which an agent demonstrates proficiency in the safe and proper use of agency
|equipment (firearms, motor vehicles, radios, office equipment, ctc.) and exercises due diligence in

| the care and maintenance of assigned equipment.
!Applicminn of Relevant Laws & Regulations

|Th¢ degree to which an agent understands and can appropriately apply the statutes, case law,
land administrative rcgulations relevant to the policing of licensed premises and the

Ircgulatmn of alcoholic beverages.
| Use of Proper Law Enforcement Methods & Techniques

The degree to which an agent demonstrates the use of appropriate police methods in conducting
|arr¢sts. investigations, scarches, interogations, undercover operations , etc.

| Physical Condition

| The degree to which an agent is physically capable of exccuting a forceable arrest, controlling a struggling
prisoner, conducting a foot pursuit, carrying confiscated goods, applying defensive tactics, clc.

| Initiative

The degree to which an agent can be counted upon to take appropriate action when circumstances warrant
it in the absence of specific orders and without direct supervision.

Public Demeanor

Extent to which the agent is respectful, polite, and helpful in his or her dealings with licensees and the
ublic and the degree to which the agent is courteous and tactful in his or her handing of violators.

Oral Communications Skills

The ability of an agent to make effective oral presentations before a court and in diverse public
seltings, including civic group meetings, industry group meetings, government hearings, and
classroom presentations. Also pertains to an agent’s ability to communicate effectively during one—on—one
meetings, applicant intervicws, and telephone conversations.

Written Communications Skills

The extent to which reports and other documents generated by the agent are correctly completed,
well—written, legible, and on time.
Inter—Agency Relationships

The extent to which the agent establishes and maintains close, cooperative relationships with the peace/
officers of other law enforcement agencies. !

*Dimsnsions Deduced Prom Resubis of Job Anshwis Conducted During the Summer of 1992



PHASE 1l RESPONSE FORM
THE TRANSLATION OF DIMENSIONS INTO BEHAVIAORAL EXAMPLES

Respondent’s Name: Page 1 of 2
PERFORMANCE | SPECIFIC EXAMPLES OF AGENT BEHAVIOR
DIMENSION
Care and Use of Equipment High ~ )

The degree to which an apent demonsirates

proficiency m the safe and proper use of agency| Average

equipment (firearms, molor vehicles, radios,

oflice equipment, etc.) and exercises due

diligence in the care and maintenance of Low

assigned equipment.

b—.uﬂnrzg of Relevant Laws & High -

Regulalions

The degree to which an agent understands and|Average

can appropriately apply the statules, case law,

and administrative regulations relevant to the

policing of licensed premises and the regulation | Low

of alcoholic beverages.

Use of Proper Law Enforcement High

Methods & Techniques

The degree to which an agent demonstrates the | Average

use of appropriate police methods in conducting

arrests, invesligations, searches, interogations,

undercover operations , ete. Low

Physical Condition High

The degree o which an agenl is physically

capable of executing a [orceable arresl,| Average

controllimg a  struggling  prisoner, conducting a

f[oot  pursuil, carrying confiscated poods,

applying defensive tactics, etc. Low

| Initiative High

The degree 1o which an ageat can be counted

upem to  take approprir.e  action when | Average

circumslances warrant il @ the absence

of specific orders and without direct

supervision, Low




Respondent’s Name:

PERFORMANCE
DIMENSION

PHASE Il RESPONSE FORM
THE TRANSLATION OF DIMENSIONS INTO BEHAVIAORAL EXAMPLES

Page 2ol 2

IC EXAMPLES OF AGENT BEHAVIOR

Public Demeanor

Extent to which the agent is respectful, polile,
and helpful in his or her dealings with
licensees and the public and the degree to which
the agent is courteous and tactful in his or her
handling of viclalors,

Oral Communications Skills

The ability of an agent to make ellective oral
presentations before a2 court and in  diverse
public settings, including civic group meetings,
industry group meelings, govemment hearings,
and classroom presentations. Also pertains to an
agent’s ability to communicate effectively during
one—on—one meelings, applicant  interviews,
and telephone conversalions.

Average

Writlen Communications Skills

The exient to which reports and other documents
generated by Llhe agenl are correclly compleled,
well—written, legible, and on time.

High

Average

Inter—Agency Relaliorships

The extent to which the a:ent establishes and
maintains close, cooperalive relalionships with
the peace officers of olther law enforcement
agencies.




INTER-OFFICE COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: June 10, 1993
TO: Shawn Smith, Agent, Austin Enforcement District
FROM: Roy Hale, Staff Services Officer, Enforcement HQ

SUBJECT: Participation i Se'clopraent of Experimental Performance Rating Scules

— — —— —— T — — —— — —

As was explained in Chief Brown's Inter-Office Communication of May 17, 1993, the
Enforcement Division is testing alternate instruments for rating agent performance. You are being
asked to participate in the third stage of this process.

Previous to the current phase of the project, a small group of supervisors reviewed job task
surveys completed by a representative sample of enforcement agents, Thanks to the data provided by
the surveys, they were able to identify and define nine critical aspects (dimensions) of the job performed
by agents. A listing of the job dimensions and their definitions was then sent to a group of supervisors
and agents. These individuals were asked to provide specific examples of high, average, and low agent
performance for each dimension.

The behavioral examples submitted by the second group have been edited and are found in the
attached Phase III Response Form. Also attached is a reference sheet containing the formal definitions
for the performance dimensions identified during the first phase of the project.

You and the others selected to participate in this phase of the research are being asked to review
the list of behavioral examples found in the Phase IIT Response Form, to identify the performance
dimension most closely associated with each example, and to assess the behaviors described in the
examples in terms of their overall effectiveness and desirability. For your convenience, the numeric
codes for the various performance dimensions and the possible effectiveness rating scores have been
printed at the top of each page of behavioral examples.

To complete the response form, first study the performance dimension definitions. Then, go to
the response form itself and consider the behavioral examples in turn.

For each example, first identify the performance dimension that is most closely related to the
behaviors described. Enter the numeric code for that dimension in the first box to the right of the
example.

Next, assess the effectiveness and/or desirability of the agent behaviors depicted in the example.
Enter the effectiveness score most consistent with your assessment in the second box to the right of the
example.

° Continue these steps until you have entered a dimension code and an effectiveness score for each
behavioral example. It should take you 2 - 3 hours to complete the form.

Please make a special effort to use the full range of effectiveness rating options as you complete
the form. In so far as it is possible, I ask you to avoid concentrating your responses at the extreme
ends and at the center of the rating range.

Because of time constraints, the completed response forms need to be in my hands no later than
the close of business on June 25, 1993, Please feel free to return the completed form by FAX if that
is the only way to meet the deadline.

Your assistance and cooperation will be much appreciated. Please call me at (512) 206-3404
if you have any questions.

Many thanks!



PERFORMANCE DIMENSIONS
FOR ALCOHOLIC BEVERAGE ENFORCEMENT AGENTS*

Care and Use of Equipment |

The degree to which an agent demonstrates proficiency in the safe and proper use of agency
equipment (firearms, motor vehicles, radios, office equipment, etc.) and exercises due diligence in
the care and maintepance of assigned equipment. —

Application of Relevant Laws & Regulations

The degree to which an agent understands and can appropriately apply the statutes, case law,
and administrative regulations relevant to the policing of licensed premises and the
| regulation of alcoholic beverages.

Use of Proper Law Enforcement Mcthods & Techniques

The degree to which an agent demonstrates the use of appropriate police methods in conducting
arrests, investigations, searches, interogations, undercover operations , efc.

Physical Condition

The degree to which an agent is physically capable of executing a forceable arrest, controlling a struggling
risoner, conducting a foot pursuit, carrying confiscated goods, applying defensive tactics, ete.

Initiative

The degree to which an agent can be counted upon to take appropriate action when circumstances warrant

it in the absence of specific orders and without direct supervision,

Public Demeanor

Extent to which the agent is respectful, polite, and helpful in his or her dealings with licensces and the
ublic and the degree to which the agent is courteous and tactful in his or her handing of violators.

Oral Communications Skills

The ability of an agent to make effective oral presemtations before a court and in diverse public

settings, including ecivic group meetings, industry group meetings, government hearings, and

classroom presentations. Also pertains to an agent's ability to communicate effectively during one—on—aone

meetings, applicant interviews, and telephone conversations.

Written Communications Skills

The extent to which reports and other documents generated by the agent are correctly completed,
| well - written, legible, and on time.
Inter—Agency Relationships

The extent to which the agent establishes and maintains close, cooperative relationships with the peace
officers of other law enforcement agencies.

*Dimensions Deduced From Result of Job Anatyris Conducted During the Summer of 1992



PHASE III RESPONSE FORM

RETRANSLATION OF BEHAVIORAL EXAMPLES

Respondent’s Name:

Page | of11

Performance Dimensions

1. Care & Use of Equipment 6. Public Demeanor

2. Application of Relevant Laws & Regs 7. Oral Communications Skills

3. Use of Proper Law Enforcement Methods 8. Written Communications Skills
4. Physical Condition 9. Inter—Agency Relationships

5. Initiative

Use Dimension Nomber

Effectiveness Scores
1. Not Acceptable
2. Marginal
3. Average
4. Above Average
3. Clearly Superior
Use Numeric Score

Behavioral Example Dimension | Effectivencss |
No. Score |
(Que per Example)| (One per Example]

Agent disregards safety during arrests and searches. Makes interrogations and
investigations a personal matter, thereby producing poor cases.

Apent does not have to consult with a supervisor before taking appropriate action.

Agent does not let his or her personal attitudes or emotions affect the agent’s handling of

viclators, The agent keeps his/her temper under control at all times and stays cool/calm.

Agent [ails to pass firearms qualifications test; frequeatly fails to have routine maintenance
erformed on vehicle as scheduled; equipment frequently dirty and/or in disrepair.

Agent frequently unable to execute successful forceable arrests.

Agent is creative in developing the undercover leads and information sources needed to
|apprehend violators and does not hesitate to take action when action is warranted.

Agent is polite and helpful in his or her dealings with the public and treats all citizens as
he/she would himself/herself like to be treated.

Agent stays in excellent physical condition. Always successful in executing forceable arrests
and in applying defensive tactics.

Agent normally sucessful in making forceable arrests and in defending himself/herself, but
may occassionally be over—powered.

| Agent qualifies with firearms, but receives unexceptional score; will normally have routine
| maintenance performed on vehicle as scheduled, but occassionally will have to be reminded

| Agent scores extremely high on firearms qualifications test; keeps equipment/vehicle in first

| | class shape: never has to be reminded to have rountine e maintenance performed on vehicle.
uAgent successfully adapts message to the group receiving his/her presentation and uses

| feedback and listening techniques to ensure that the message is clearly received.

| Grammatical errors are common place in the agent’s written reports. Elements of the
violations are often omitted from the agent's reports.

Keeps to himself/herself. Displays no interest in assisting outside agencies.

The agent actively secks opportunities to assist the law enforcement personnel of other
agencies and to participate in community projects related to alechol use and abuse.

The agent appears comfortable and natural when speaking before groups in = public setting
and is normally able to !uccmfullx impart the information he or she intended to convey.

The agent assists outside agencies when asked to do so. Communicates well and works in
harmony with the personnel of other law enforcement agencies.

The agent is unable to retain information concerning legal issues and asks the same
guestions over and over again. Unable to understand or effectively apply points of law.

The agent pre—judges permittees, licensees, citizens, and violators and easily becomes
discourteous or rude. Frequent complaints are received concerning the agent's behavior,

The agent puts safety first during searches and arrests. The investigations, interrogations,
and undercover operations conducted by the agent are always fruitful,

The agent rarely has to ask the same question about a particular point of law more than once.

The agent unable to retan mterest and attention of audience when making presentations

before groups and/or is unduely "short” with other parties during one—on— one conversations

The agent uses the constitution as boundaries during arrests, searches, investigations, etc.

[The agent's written reports contain few grammatical errors and clearly outline all elements
of the violations.

The grammar found in the agent’s reports 18 always correct, and the reports themselves
are clear and concise. The agent’s offense reports and case submissions clearly outline and
explain all elements of the viclations.




PHASE III RESPONSE FORM

RETRANSLATION OF BEHAVIORAL EXAMPLES

Respondent’s Name:

Page = of11

Performance Dimensions
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| When the agent is unsure about & particular point of law, the agent first attcmpts to find the
correct answer on his/her own and then asks guestions.

Agent alweys uses proper procedures for arrests, investigations, etc. He/she always
conducts complete and thorough investipations, knows where/what to look for & how 1o ask

Agent fails to study or to stay up—to—date on statutes or court cases. Requires frequent |

assistance from supervisors and fellow agents concerning proper application of the law..

Agent has difficulty in executing a forceable arrest/applying defensive tactics due to size |

& condition. Has little stamina and is unable to exert himself/ herself for any length of time.

Agent has working knowledge of Alcoholic Beverage Code and Penal Code. Reguires
occassional assistance from supervisor, but handles most situations properly,

Agent is careless with egquipment, its care, and its use. Supervisor must constantly

point—out problems with agent's equipment.
Agent is fair and courteous in his or her dealings with the public. Can usually be counted

upon 1o use good judgement when dealing with licensees, violations, and ordinary citizens.

Agent is knowledgeable about the Alcoholic Beverage Code and the state’s Penal Code.
Uses knowledge to answer guestions properly; always files correct charges; continuously
| studies statutes, court cases, and updates.

| Agent stays in proper physical condition. Has no problem executing a successful forceable
| arrests and can physically exert himself/herself for a prolonged period.

Agent takes lead and makes things happen. Is always supgesting better ways of
accomplishing poals and continually demonstrates a willingness to take charge.

Agent usually does a good job with hisher written reports. Reports may occassionally
require correction. but are almost always legible, timely, and properly completed.

investipalion, search, ete., but will occassionally need puidience from supervisor & others.

Agent will usually apply appropriate police methods and techniques when conducting an g

The agent does everything that is asked, but only occasionally leads or makes suggestions.

The agent is a follower, and does only what he/she is told. Will not take independent action.

The agent is easy—going and pleasant, gets slong well with officers from other agencies, and
is always willing to assist them and their agencies when asked.

The agent is extremely polite and level—headed in adverse circumstances. He/she takes
lime to explain his/her actions and goes the extra distance required to resolve problems.

| The agent is unable 1o communicate effectively as a public speaker. He or she is often not
| properly prapa:ed for assipned presentations & cannot hold the audience's attention.

| The agent is unfriendly and aloof. He or she distances himself/herself from the officers of
| other apencies and renders assistence to them only when ordered to do so.

The agent is very personable, well—thought of by officers of other agencies, and always
willing to affer and pive assistance.

The agent presents programs in an m:r.'l:p_tah!l:- manner, is almost always successful in getling |
hisher messape aceross, and is effeciive in his‘/her responses 1o questions, |

The agent shows little patience in his or her dealings with the publie, licensees, and
violators. Often fails to help or to explain what should be done to correct the problem.

The agcnt s equipment is always clean, neat, and in proper working order. The agent
exercizes extrern care when operating vehicles, radio, and firearms.

The agent's equipment is usually well —maintained. He or she demonstrates an m:ccpr.abie
level of praficiency with firearms and with radio procedures.

The agent’s written reports are always timely, correct. and to the point., but cover all needed
| material. The agent always provides needed details without being asked.

The agent’s written reports are frequently late, incomplete, and factually incorrect.
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When speaking before a group, the agent has always maintains his or her composure and
demonstrates a solid understanding of his or her material. The agent’s speaking style is
—going, but forceful enough to be effective.

Agenl accepts public speaking duties without complaint; makes a good faith effort to
prepare for presentations; and presents material to audiences to the best of his or her ahility.

Agent actively seeks training opportunities to improve public speaking skills; thoroughly
prepares for all presentations; and handles himself/herself in a competent and professional
manner when making presentations.

Agenl always turns in reports on time and without mistakes. In terms of content, agent’s
reports are well —written and contain all necessary details.

Agent answers contacts' questions to the best of his/her ability. Is respectful and polite so
long as the contact is.

Agent avoids assignments that would require application of anything except the most basic

police methods and techniques. Agent lacks knowledge and is too proud to ask for help.

Agent avoids court appearances and public speaking chores whenever possible. Argues that
answering the phone and talking to people is not his or her job.

Agent fairly knowledgeable concerning the law. When in doubt concerning a particular

point of law, agent will contact supervisor or local DA for assistance.

Agent has to be ordered to assist officers of other police agencies. Is unfriendly,

uncooperative, and arrogant in histher dealings with them.

' Agent in good shape. When exertion is needed, can hang in there with the best of them.

Agent keeps trash out of vehicle; weapon clean and in good working order; problems with
eguipment are reported immedialely To supervisor.

Agent keeps vehicle and emergency equipment clean and in good working order. Takes

care of any needed repairs immediately. Firearms always clean and in good condition

Agent not afraid to trust his/her common sense and knowledge of the law when confronted
by a situation that requires immediate response. Can and will take decisive action.

Agent occassionally needs guidence as to proper techniques and methods, but is able to

recognize personnel shortcomings and willing to seek help when needed.

Agent polite and courteous to officers of other police agencies. Is prompt to assist them
when called upon to do so.

Agent responds in detail to any questions asked by contacts; goes out of his/her way, when
neccessary, to find correct answers for their questions; always polite and not afraid to admit

his/her mistakes.
Agent routinely fails to give licensees and the public correct answers concering the law.
Seldom even checks higher interpretaions of the law by looking the law up or asking others.

Agent seeks out opportunities to assist other agencies. Is friendly and cooperative with their
officers and quickly responds when assistance is needed.

Agent somewhat unsure of self and may requre time to study a situation before taking
action, but will take mdependent action when necessary.

Agent turmns in reports on time. Agent's reports may ocassionally contain mistakes. but
he/she is always guick to correct them when the errors are discovered.

Agent will not explain his or her actions when asked by contact; ignores contact’s questions.
Has additude that its "his/her way” or "the jail way."

|

would regire hime to use his/her energy.

Agent will not physically exert himself/herself. Trys to avoid any and all incidences that

Agent will not take action without first securing his supervisor’s approval. Will repeat this
behavior if future situations, even when the circumstances are the same.

Agent's reports are frequently late and are often incomplete or contain serious errors.

Supervisor must "ride” agent to get reports submitted and/or corrected.
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Agent's vehicle is often dirty and trashy. Routine maintenance is seldom done on time,
Agent makes no effort to keep hisher equipment in pood repair,

| Even if not in the best physical shape, agent will physically exert himself/herself to the extent
required by the circumstances. 'Will not hestiate to make or assist with a forceable arrest.

The agent constantly studies the Alcoholic Beverage Code, the agency’s Rules &
Regulations, and case law; frequently discusses the law with other agents to improve

understanding; and will seek help from agency attorneys and local DA when in doubt.
Agent stays on top of current case law so that he/she knows what police techniques are
appropriate. Conducts all investigations, searches, etc. in a thorough and lawful manner.

| Agent acts snobby and unfriendly when dealing with officers from other agencies.

Agent approaches the officers of other agencies with an open heart and mind. Always
{riendly and willing to help. Offers assistance whenever appropriate.

Agent arrives carly for all presentations and speaks with a clear, audible voice. Agent not
ashamed to admit when he/she doesn't know the answer to a question. Always offers to
obtain the information desired by & member of the audience and follows up on such offers.

Agent avoids unhealthy habits that can undermine his or her physical condition and fallows
a set program of daily exercise to maintain and improve his or her physical fitness.

Agent does not keep vehicle and equipment clean; work space frequently messy.

Agent does not speak clearly or audibly to audiences. Often is not prepared for presentations.

Agent [riendly and courteous to the officers of other agencies. Always cordial and will assist
them when asked.

Agent generally takes good care equipment. Occassionally must be reminded to keep it
clean or properly maintamed.

Agent has sufficient knowledge of the Alcoholic Beverage Code, agency Rules, and the
Penal Code, to detect common viclations during the course of inspections.

Agent has to be told what decisions to make and how to implement them. Supervisor must
stand over agent to make sure that agent follows instructions.

Agent is self—confident and will make decisions on his or her own without always having to
consult with supervisor,

I‘ Agent lacks self—confidence. Will make independent decisions, but second guesses self.,

Agent never exercises.

Agent not really concerned sbout appearances or public opinion.

Agent unfriendly with public and licensees. Answers questions/gives assistance grudgingly.

| Agent'signorance of the law causes him/her to miss obvious viciations when conducting
| inspections of licensed premises.

Agent's vehicle always clean inside and out; properly maintains all assigned equipment;
work space always orderly and neat.

When speaking before an audience, the agent mainiains eye contact, speaks in a clear,
understandable voice, and has a good understanding of the subject matter. Not afraid to
admit lack of knowledge. Follows up on promises made to sudience.

Agent does not have to be told what to do. Knows his or her job, and takes it upon
himszelfherself to do it without waiting for unnecessary instructions.

Agent does what he or she is told to do, but litdle more.
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| Agent fires shot at other vehicle while engaged in high speed pursuit

Agent has a chargeable fleet accident during rating period.

Agent has bad attitude towards the public (Sees everyone as a potential violator). Subject
of constant complaints from public, licensees, violators, etc.

Agent has more than one chargeable fleet accident during rating period

Agenl is courteous to the public and licensees and will answer questions when asked, but
will not go out of his or her way to be helpful. Is tolerant, but has limited patience.

Agent 1s friendly when dealing with the public and licensees and patiently answers their
questions. Guoes out of his or her way to be helpful.

Agent is1n excellent physical condition and fully capable of any exertion required during the
course of duty.

Agent is physically weak and lacks stamina. Not capable of meeting common physical
challenges associated with his or her joh.

Agent is the subject of a founded complaint from the public during the rating period.

Agent is the subject of multiple complaints from the public or licensees during rating period.

Agent lacks motivation. Will not do anything unless supervisor provides an itemized work list|

Agent makes no effort to keep up with changes in the laws effecting his or her job.
Improperly applies laws and regulations with great frequency.

Agent makes occassional mistakes in his/her interpretation and application of the law, but

as a general rule is correct in his or her judgements.
Agent speaks clearly and communicates well when addressing a group. Uses language

appropriate for his or her audience and avoids potentiallv offensive phrases and words.

Agent stays up—to—date and well informed on all laws and legislative changes. Makes
other agents aware of new or changed laws and regulations.

Agent’s car is always clean and almost always has no problems. Agent shoots exceptionally
well. All equipment well maintained.

Agent’s car is taken care of as need arises. Weapons and other equipment kept clean and in
satifactory working condition

| Agent’s physical condition is sufficient to permit the agent to be successful in meeting most
of the situations that might be encountered on the job.

Agent’s public speaking is good enough to get by, but not exceptional. Answers only enough
guestions to pacify audience. Not very enthusiastic,

Agent's public speaking reflects poor command of the language used and/or poor preparation.

Agent’s reports are neat, well writien, and always on time. Spelling and punciuation can be
expected to be correct.

Agent’s reports are usually late. The grammer is poor; the writing is sloppy; and the level of
detail is inadequate. The reports will often contain factual errors and may conflict with

those submitted by other _agents.
Car and equipment usually dirty and/or poorly maintained. Agent has difficulty in
gualifying with weapon,

During an undercover assignment, an agent’s carelessness tips—off the target about the
operation.

When searching a suspect, the agent fails to find a knife hidden in the suspects boot—top.
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The agent's reports are on ume and usually adequate. They arc also, however, somewhat
sketchy and tend to provide only the minimumly acceptable level of detail.

The agent'sundercover assignments and investigations can be expected to produce either
criminal and/or administrative cases or conclusive proof that a complaint is unfounded.

Agent i5s almost always courteous in his or her dealings with licensces and violators.
Generally maintains control over self and the situation even in adverse circumstances.

Behavioral Example Dimension | Effectiveness
No. Score
{Onoe per Example}|  (One per Example 1

Agent is often hostile or argumentative in his or her dealings with licensees and offenders.
Relies on his/her authority and official powers rather than reason and explanation.

Agent maintains at least a professional relationship with the officers of other agencies and
can be counted upon to provide assistance when asked,

An agent, on his or her own intitative, consistantly keeps his equipment and work
space clean and in good order.

An agent constantly has to be reminded or reprimanded to clean or properly maintain his
cquipment. Has the attitude that "the state will buy me another one if it breaks.”

' An agent keeps his equipment and work area in order and clean with some degree of
| consistancy and with little or no direction from supervisors,

An agent relys on physical strength rather than mental skills to effect an arrest, uses threats
or intimidation during interogations or investigations to obtain information, and is unskilled

as an observer during undercover operations.

An apent utilizes his/her abilities to effect an arrest with the least possible amount of foree,
knows exactly who and how Lo interogate or investigate to get productive results, and/or is
highly observant as an undercover agent.

An agent who must sometimes struggle to successfully complete undercover assignments,
interrogations, and investigations, but who normally still completes such assignments
successfully piven a reasonable amount of time and effort.

Because of poor maintenance or because of the operator’s carelessness or rough handling,
the maintenance/repair costs for an agent’s vehicle are unduely high.

The agent, for the most part, performs his or her work without the need for constant
| supervision. Can perform all functions of the job without direct guidence.

The agent, when addressing an audience, relics on war stories and just covers the basics.

His/her presentation evidences little prepartion and a poor attitude about the assipnment.
The agent, when called upon 1o speak in public, shows poise, self—confidence, a solid
understanding of his job, and a desire to convey his message to others. He or she is always
well prepared before a court appearance or a presentation,

The agent communicates with officers of other agencies on a regular basis and takes the
time to learn their methods and procedures while teaching them our agency’s procedures.
Is quick to offer assistance and to respond to calls for help

The agent consistently has to ask others what to do or how to handle a situation or whether
or not aviolation exists.

The agent fully explains to the purpose of his vizit when making an inspection and the
reasons for an arrest when making one. Showsno anomosity or arrogance when dealing
| with licensees or offenders. Respects the feelings of others while mamtaining control.

| The agent has an extremely pood working kmowledge of statutes, case law, and
administrative regulations. Agent can, with accuracy, verbally spell out general information
without having to consult the code books, ete.

The agent has little confidence in his or her own ability. Has to be prodded :onstanl]y Is
 afraid o or refuses 1o make a snap decision even when quick action is required.

"The agent has no obvious concern for his or her physical well —being. Avoids
exercise, has a poor diet, and shows little concern for health hazards.

The agent has sufficient working knowledge of the statutes, etc. that he or she can normally
make sound decisions in the field without having to call someone or refer to a code book.




PHASE III RESPONSE FORM
RETRANSLATION OF BEHAVIORAL EXAMPLES

Respondent’s Name: Page 2 of11
Performance Dimensions Elfccliveness Scores

1. Care & Use of Equipment 6. Public Demeanor 1. Not Acceptable

2. Application of Relevant Laws & Regs 7. Oral Communications Skills 2. Marginal

3. Use of Proper Law Enforcement Methods 8. Written Communications Skills 3. Average ,

4. Physical Condition 9. Inter— Agency Relationships 4.  Above Average

5. Tritatiys 5. Clearly Superior |

Use Dimension Number Use Numeric Score
Behavioral Example Dimension | Effectiveness |
No. Score

(Omne per Example)| (Ooe per Example)

The agent 1s an obvious self—starter. Is knowledgeable and confident in his or her abilities.

Takes action as necessary without waiting for orders or directives from above.

The agent is careless in his or her writing and unconcerned about errors or ommissions.
Relies on secretary or supervisor to find and correct mistakes.

The agent is mindful of physical well—being and attempts to keep himself or herself at the .

level of fitness recommended for the general population in his or her age group. |

The agent puts forth at least some effort to make sure his or her reports are complete and
accurate. The reports will generally contain some errors in style or content, but these are
generally minor and easily corrected.

The agent regularly works at maintaining his or her physical well —being not only to meet

the physical demands of the job, but also for personal health reasons.

The agent takes pride in the quality of his written reports and takes the time to proof read
and to check for errors. Reports always well —written, complete, and accurate.

The agent’s public speaking reflects an understanding of his or her materials and some

preparation.

Agent has preventive maintenance performed on vehicle as per maintenance schedules
without reminders from supervisors: No chargeable fleet accidents within last 12 months.
Apent maintains his or her assigned equipment and vehicle in "ready” condition and assists
in the proper care office equipment.

Agent able to answer questions concerning pomts of law posed by licensees or the public

accurately and with confidence.

Agent able to cooperate and maintain street—level, working relationships with officers of

other agencies. ‘

Agent able to handle most forceable arrests with assistance needed only 1o prevent injury to |

suspectz. Able to handle and move full kegs without assistance.

Agent able 10 participate in investigations and undercover operations and to complete
assigned tasks. I
Agent able to plan and oversee investigations and undercover operations and to complete

them successfully.

Agent abuses his or her equipment; fails to notify supervisor of or to arrange needed care,

repair, or replacement. e

Agent accepts public speaking mpmmumﬂ:mt complaint and handles these
assignments competently. Is effective in answering questions from public & applicants.

Agent avoids public speaking assipnments, telephone gquestions from the public, etc
Agent can make correct decisions and take action independently, but often ask supervisor's

opinion to boost confidence.
Agent can retain and successfully apply techniques for forceable arrests and controlling

strupgling prisoners with little help from partner. Recovers quickly from physical excriions.

Agent completes paperwork in a timely fashion with few corrections or additions needed.
Apgent conducts himselfherself in a professional manner during contacts. Agent’s conduct
during contacts generate few l:r:mlp]a.inls and none of a sustainable nature. |
Agent consistently develops a positive impression in the minds of licensees, public, and
violators when conducting inspections, making arrests, etc,

Agent consistently held in high raga.rd by officers of other agencies. Receives

commendations from other agencies for assistance he or she provides. _
Agent consistently turns in reports that are poorly written 1 and late. Must always be

reminded of report deadlines. Documents often illegible and contain a number of errors.
Agent fails to form meaningful relationships with officers of other agencys and may even

disrupt the established relationships that already exist.
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{ Agent has basic working knowledge of statutes and rules and can correctly apply this
knowledge without assistance from supervisors.

Apent makes no attempt to learn or educate himsclffherself concerning the law,
Unable to recopmize obvious viclations,

Agent makes responsible, independent decisions based on applicable statues and policies

Agent permits situations (contacts, arrests, etc.) to escalate and get out of hand. Unable to
control self or situation. May use excessive force.

Agent refuses to act without the expressed approval of a supervisor.

Agent unable to handle arrests involving a struggling prisoner without assistance. Will not
initiate arrests (makes partner make first move) and is not aggressive when applying
defensive tactics (thereby increasing possiblity of injury to self or partner).

Agent volunteers to speak to civic groups, school groups, etc. and takes an active role in the
apency’s public education programs. Is ofien commended by the groups he/she speaks to.

Agent’s behavior generates frequent complaints from the public and licensees. Is often rude
and frequently fails to properly identifly himselfherself during contacts.

Agent’s reports and paperwork always accurate and complete. Reports never have to be
returned for corrections or additional information.

Agent behaves in a professional manner towards licensees, violators, and the public. Has a
good, well —rounded attitude and an acceptable demesanor.

Agent can be counted on to handle any task that comes his or her way in the line of duty.

Agent can be counted on to perform at an acceptable level when given a pullic speaking
assignment or when addressing a courL.

| Agent gets the job done without having to be lead by the hand.

Agent has a good grasp of the law. If the agent can’t remember the specific wording of a
statutes, he or she knows how to look it up.

Agent has a "do~it—yoursel[" attitude. Doesn’t want to help anyone and doesn't want help.

Agpent has an abrasive attitude. Is rude, arrogant, and overly agressive w/ Licensees, ctc.

Agent has an acceptable level of familiarity with the laws he or she deals with on a daily
basis. His or her working knowledge of the law is at least adequate.

Agent is a good, well - rounded street officer. Good investigator, Very thorough.

Agent is physically capable of performing all aspects of his ber job.

Apgent is proficient with all equipment and properly maintains all assigned itemus.

Agent is unfamiliar with fundamental points of law and may be unsure as to how to look
them up or how to apply them.

Agent is very slow in completing paperwork. Seldom gets anything in on time.

Agent i3 well respected by officers of other agencies. Always willing to assist.

Agent leaves forceable arrests and physical exertions to partner,

Agenl maintains a good physique through daily exercise. Has sufficient strength and
endurance for almost any task. Weight proportionate to height.
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Agent must be told what to do. Has to be closely watched to prevent serious errors.

Agent needs little supervision. Willingly goes that "extra mile." Makes a good faith effort to
identify and correct own errors.

| Agent seems unsure of himself/hersell when making an arrest, conducting a search. ete.

Agent takes great pride in the quality of his or her written reports. Has good command of
thelanguage and knows how to use it. Reports always on time.

Apent takes utmost care in maintaining assigned all :qmpm:nt and is proficient in their use.
| Vehicle exceptionally clean. Goes out—of —way to practice on his own time with firearms.

| Apent very courteous and professional when dealing with the public and licensees. Never

the subject of a sustainable complaints.

Agent well —received as a speaker. Can effectively get his or her point across to an audience.

Agenl's relationships with other agencies are good. Likes to assist them and to provide
them with useful information.

Agenlt's reports are always acceptable and need few corrections.

Agenlt's vehicle is always dirty. He or she demonstrates little pride or concern in caring for
| assigned items.

When speaking in public, the agent has difficulty getting his or her point across Lo the
audience. Doesn't take the time to explain or to correct misunderstandings.

Agent actively promotes inler — agency cooperation. Communicates frequently with the
officers of other agencies; routinely assist them in matters of mutual interest.

Agent demonstrates accountability for all equipment and working knowledge of their
proper usage.

Agent does not accept responsibility. Needs direct supervision.

Agent has poor reputation with local officers. Does not initale contact or answer questions.

Agent has sufficient knowledge of alccholic beverage and criminal law to perform "on level”
with most peers.

Agent is a dynamic speaker, the type of person who is sought to address civic groups, etc.
Uses his or her exceptional oral communications skills in the daily aspects of his or her job.

Agent is a poor public speaker. Unable to communicate effectively when speaking to
individuals or proups.

Agent is a sel{—starter; actively seeks responsibility and additional duties. Is a leader, a
person who is an example to others. Performs well with direct supervision.

Agent is able to compile and produce legible accounts of highly complex events. His or her
finished product is timely and in good order.

Agent is able to conduct an extensive, complex investigation and gather evidence with
precision and detailed accuracy. Conducts investigations in a imely manner and routinely is
successful in securing convictions.

Agent is able to :peak to groups and to communicate to his or her audiences in an :ﬂ'mive
manner. Performs "on level” with most agents.

Agent is capable of conducting routine investigations. Will occasionally need assistance on
complicated matters.

Agent is considered an authority on alcoholic beverage and enminal law by his or her peers.
Is the person they seek advise from,

Agent is polite, respac-tfui and helpful even in adverse situations. [s a model of
professionalism and propriety. An example for his or her fellow agents to follow.
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Agent is respectful and polite in his or her dealings with the public.

Agent is unable to deal with people is a professional manner. Lacks tack.
Agent is unable to maintain custody of equipment (always losing things); docs not seck
| maintenance on a timely basis.

Agenl maintains contact with local officers, provides answers to questions concerning the
proper application of the Alcoholic Beverage Code, and promotes harmony between the
officers of his agency and those of others..

Agent occasionally secks added responsibility. Takes appropniate action when needed, but
will oceasionally request gnidence from supervisor,

Agent ofien misapplies statutes and administrative rules; frequently uses wrong charges.

Agent unable to conduct even rouline investigations without great difficulty. Needs
assistance for routine tasks.

Agent's equipment is maintained in an orderly, clean fashion and is always in good working

order. Has extensive working knowledge concerning the proper use of assipned equipment.

Agenl's reports are late, often inaccurate, and poorly written.

Agent’s reports are timely, correct, and legible. Agent's writing skills are "on level" with
those of most other agents.

Agent allows vehicle to deteriorale through carelessness and lack of proper maintenance.
His or her firearm is dirty and the agent must struggle to qualify in its use. Shows poor care
and maintenance hahits. Work area cluttered.

Agent avoids contact with local officers and officials and thus alienates them by his/her lack
of cooperation and interest.

Agent can be trusted to carry out assignments with little supervision. Is capable of making
decisions without consulting a supervisor first.

Agent can conduct arrest, searches, undercover operations, investigations under supervised
conditions. Willing to attend training to improve technical expertise,

Agent can plan and conduct successfull arrests, searches, undercover operations, and
investigations with little or no assistance from supervisors. Also actively seeks opportunities
to learn and improve technigues.

Agent can successfully execute only the most simple law enforcement tasks. Unwilling or
|unable to improve level of technical competence.

Agent cannot handle public speaking assignments effectively. Poor speaking and
communications skills. Won't prepare or practice.

Agent commands respect with his/her outstanding appearance and demeanor. He/she
treats the public in a friendly, outgoing manner. Obtains compliance through courtesy and
tactfulness, rather than through intimidation.

| Agent communicates well when presenting a set program and in cne=—to=one meetings and
phone conversations.

Agent demonstrates "dogged tenacity” with assigned tasks; makes sound decisions based
upon the information available; works well with little or no supervision. Is dependable.

Agent does not possess an adequate working knowledge of liquor law or the penal code.
Commonly gives out inaccurate information and must refer questions to more capable and
knowledgeable agents.

Agent dresses neatly and projects a professional demeanor. Hefshe treats the public with
respect and handles violator tactfully.

Agent excells in wntting. His or her case reports are complete and detailed. His/her

penmanship is excellent. Submissions are on time and error free.




PHASE III RESPONSE FORM

RETRANSLATION OF BEHAVIORAL EXAMPLES

Respondent’s Name:

Page [/ of11

Performance Dimensions
L. Care & Usec of Equipment _ 6. Public Demeanor
| 2. Application of Relevant Laws & Regs 7. Oral Communications Skills
|3. Useof Proper Law Enforcement Methods 8. Written Communications Skills
4. Physical Condition 9. Inter—Agency Relationships
5. Initiative
Use Dimenzion Number

Effectiveness Scares
1. Mot Acceptable
2. Marginal -
3. Average
4. Above Average
5.  Clearly Superior

Use Numeric Score

Bcehavioral Example

Dimension | Effectiveness

No. Score
(One per Example)| (One per Example)

Agent gets along well with local officers and officials and is notified by them when violations
DEcur,

Agent has working knowledge of liquor law and penal cade. Can identify violations on site
and can adequately answer puhblic’s questions concermning coomon viol ations.

Agent is overweight and does not exercise. Leads a lifestyle detrimental to good health and
good physical fitness. Does not practice defensive tactics or arrest procedures, thereby
endanpering self, partner, and the public.

Agent is sloppy in appearance. Controls situations and violators through intimidation.
Does not converse well with the public. Is the targer of frequent complaints.

Apgent isundependable, Regularly abuses lcave time. Canmnot be counted on to make sound
decisions in the ficld. Must be closely supervised. Will ignore violations becanse of laziness.

Apent is well —versed in liquor law and penal code. Agent seldom has to ask supervisor or
j other agents to clarify points of law. Keeps abeast of case law and cour decisions relevant 10
his/her enforcement duties.

Agent keeps himself/herself in good physical condition. Works out on a regular basis and
constantly practices defensive tactics and arrest procedures. Knows that keeping in good

physical shape may save his or her life or the lives of others.

Agent keeps his or her weight proportionate to height and works out frequently, even if
some what irrepularly. Repularly practices defensive tactics and arrest procedures.

Agent keeps vehicle clean, polished, well —maintained and log current. His/her firearm is
clean and agent holds "expert” qualification rating. Shows good care and maintenance
habitz. Has uncluttered work area.

Agent keeps vehicle well = maintained and log current. Agent also keeps firearms clean and
holds "sharpshooter” gualification rating. Shows good maintenance habits.

Agent possesses excellent speaking skills. Is able to converse well and to clearly
communicate the agency’s views and policies, even under hostile circumstances.
Constantly works to improve speaking stvle, knowledge of materials, ete,

Agent strives to cultivate and maintain close working relationships with area ]aw enforccment
| agencies. Local officers and officials will contact this particular officer for assistance when
| they detect or suspect violations.

Agent turns in legible, well —written reports that rarely have to be returned because of poor

grammer, bad penmenship, or errors. Agent's reports are almost always on time.
Agent writes illegibly and with little regard for grammar or accuracy. Agent's reports are
usually late.




INTER-OFFICE FAX COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: June 28, 1993

TO: M. A. Krantz, Iieutenant, Galveston Enforcement

FROM: Roy Hale, Staff Services Officer, HQ Enforcement

SUBJECT: Field Test of Experimental Rating Form- Form X1

Accompanying this correspondence is a set of instructions for Experimental Rating Form X1,
a copy of the experimental rating form itself, a Post-Appraisal Questionnaire for Raters and
Ratees, and a set of instructions for completing the questionnaire, Four agents from your district
(Agents Mitchell, Nix, Cagle, and Moore) were randomly selected to be evaluated using the
experimental rating form.

Please have the supervisor who would normally evaluate the performance of these agents use
Form X1 to rate each agent's performance during first ten months of the current fiscal year
(September 1, 1992, to June 30, 1993). The results of the evaluations should be shared with
the agents, and then the agents and the supervisor conducting the evaluation should each
complete a Post-Appraisal Questionnaire.

While all participants in this phase of the research are asked to treat the rating experience as if
it were the real thing, the results of these evaluations will be used only to evaluate the form
itself, None of the data provided raters will find its way into the agents’ personnel records. To
guard against accidental misuse, supervisors and agents are instructed to destroy all retained
copies of the experimental forms within five days of the transmission of the completed originals

to Headquarters.

The completed experimental rating forms (one for the each agent rated) and Post-Appraisal
Questionnaires (one for each rater and one for each agent rated) should be transmitted to me by
FAX no later than 5:00 p.m., Thurday, July 8, 1993, The FAX number for Headquarter's

Enforcement is (512) 206-3449.

Thank you for your assistance and cooperation.

Page 1 of 8



INSTRUCTIONS FOR COMPLETING
EXPERIMENTAL RATING FORM X1

DO HOT REFER TO OR OTHERWIBE USBE THE RESULTE OF FPREVIOUS
EVALUATIONE WHILE COMPLETING THESE FORMS.

1. Enter the information requested concerning the
agent, the rating period, and the rater into the
boxes at the top of Page 1.

2. For each performance dimension listed on the form:
(a) carefully read the dimension definition;

(b) Mentally review the agent’s actions during the

rating period and identify those events that

correspond with the definition;

(c) Review the wvarious rating options and the
behavioral examples provided for each.

(d) Select the performance rating with the
behavioral examples that most closely

correspond to the actual behaviors
demonstrated by the agent during the rating
period;

(e) Circle the numeric score corresponding to the
rating selected; and

(f) Immediately under the Dimension definition and
the Rating Scale, in the section labeled
"Representative Example of Employee Behavior,"
provide a specific example of the agent’s
actual behavior that is consistent with the
rating you selected and that is representative
of the agent’s job performance.

« 1 To calculate the agent’s Composite Rating (overall
score) :

(a) In the table at the top of Page 4 enter each
of the numeric scores assigned to the agent’s
performance into the appropriate boxes of the
column labeled "Numeric Rating;"

(b) Multiply the numeric rating for each
performance dimension by its weight factor to
obtain the weighted wvalue of the agent’s
performance in each dimension and enter these
values into the appropriate boxes of column
labeled "Weighted Value;" and



(c) Sum the weighted wvalues for the various
performance dimensions to obtain the agent’s
Composite Rating and enter this total into the
box labeled "Overall Bcore."

4. Enter any summary remarks or concluding comments
you might have in the box labeled "Rater’s
n-nrents” on Page 4. Sign and date the form as

indicated at the bottom of the page 4.

5 Review the evaluation with the agent. Give the
agent the opportunity enter any comments he or she
might have in the section labeled "Employee’s
Comments" on Page 4.

o At the conclusion of the review, have the agent
sign and date the rating form as indicated at the
bottom of Page 4.

INSTRUCTIONS FOR POST-APPRAISAL QUESTIONNAIRE
FOR RATERS AND RATEES

NOTE: Each supervisor and agent who participate in
an evaluation should complete one of these
questionnaires immediately after the
supervisor and agent review the superviser'’s
evaluation of the agent’s performance.

Tis Enter the name of your district in the blank
labeled "Respondent’s Distriet" at the top of the

page.
2. For each question contained in the questionnaire:

(a) Carefully review the guestion asked and study
the possible responses;

(b) Identify the response most consistent with
your own feelings; and

(c) Circle the number located under the response
selected.

3. In the small box at the bottom of the page, check
"Rater" if you were the supervisor who prepared the
evaluation or "Ratee" if you were the agent whose
performance was evaluated. '

Return completed Form X1 and Post-Appraisal Questionnaires to
Headgquarters Enforcement by FAX no latter than July &, 1993.
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POST-APPRAISAL QUESTIONNAIRE

For Raters and Ratees

Appraisal Instrument: Respondent’s District:

One goal of performance evaluation is to give employees a clear idea of what the employer’s expectations are and
of how the employee met, [ailed to meet, or exceeded those expectations. In your opinion, how well did this
particular performance appraisal instrument meet that goal?

Circle The Humber Unaler The Not At Somewhail, About Beiler I
Moat Approprials Response All Bul Weakly Average Than Most Well
1 2 3 4 5

Employees should be evaluated on the basis of how well they perform the most critical aspects of their jobs. In
your opinion, how well do the rating scales contained in this appraisal instrument reflect the range of
critical tasks performed by enforcement agents?
Circle The Number Under The Not At Somecwhat, About Betier i
Most Appropriate Response All Bat Weakly Average Than Moat Well
1 2 3 4 5

A key purpose of performance evaluations is to permit employers to identify the training needs of individual
employees and of all employees within a particular job class. In your opinion, how well does this performance

appraisal instrument fullfill that purpose?

Circle The Namber Undar The Not Ad Somcwhal, About Beller Escecding
Maoxt Appropriats Reaponse All Bat Weakiy Average Than Most Well
1 2 3 4 5

Differences in performance ratings are supposed to indicate true differences in the quality of employee
performance. In your opinion, to what degree do difference in the ratings obtained from the use of this
performance instrument represent true, distinguishable differences in employee performance?

Circle The Number Undar The HNot Al Ocrnssiosally More Ofien Almosi Alwrays
Most Appraprials Response All Sa Than Not Always
1 2 3 4 3

Assuming that the performance appraisal instrument in question was the agency’s standard rating instrument for
enforcement agents (e.g, that this was the agenmt’s "real” performance evaluation), how would you
feel about the agency using the results of these evaluations as one of the factors considered in making basic
' personnel decisions (promotion; disiplinary actions such as reprimand, probation, suspension, or termination;

| training; etc.)?

Circls The Number Under The Stroagly Somewhat Mo Somewhat Strangly
Most Appropriaie Responsc O papanad Crpposed O pinica Sapportive Supportative
1 2 3 4 5

After having experienced this particular performance appraisal instrument as either a rater (the person rating the
performance of another) or ratee (the person whose performance is evaluated), what would your reaction be to a
proposal for its regular use by the Enforcement Division?

Larcle The Number Under The Sirongly Bemesskal He Saomerwbai Scrougly
Most Appropriale Response Opposed O pposed Opimon Sopportive Supponative
| 1 2 3 4 5
Ho
Flease Check Appropriate Box

Respondent was: [_| Rater

D Ratee




INTER-OFFICE FAX COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: July 26, 1993

TO: Truett Bennett, Captain, Beaumont Enforcement
FROM: Roy Hale, Staff Services Officer, HQ Enforcement

SUBJECT: Field Test of Experimental Rating Form- Form X2

Accompanying this correspondence are a set of instructions for Experimental Rating Form X2,
a copy of the experimental rating form itself, a Post-Appraisal Questionnaire for Raters and
Ratees, and a set of instructions for completing the questionnaire.

Five agents from your district were randomly selected to be evaluated using the experimental
rating form. These agents are David Alexander, John Tully, Roger Woods, Clifford Perkins,

and Artie Freeman.

Please have the supervisor(s) who would normally evaluate the performance of these agents use
Form X2 to rate the agents’ performance during first ten months of the current fiscal year
(September 1, 1992, to June 30, 1993). The results of the evaluations should be shared with
the agents, and then the agents and the supervisor(s) conducting the evaluations should each
complete a Post-Appraisal Questionnaire.

While all participants in this phase of the research are asked to treat the rating experience as if
it were the real thing, the results of these evaluations will be used only to evaluate the form
itself. None of the data provided by raters will find its way into the agents’ personnel records.
To guard against accidental misuse, supervisors and agents are instructed to destroy all retained
copies of the experimental forms within five days of the transmission of the completed originals
to Headquarters.

The completed experimental rating forms (ome for each agent rated) and Post-Appraisal
Questionnaires (one for each rater and one for each ratee) should be transmitted to me by FAX
no later than 5:00 p.m., Friday, August 6th, 1993, The FAX number for Headquarter’s
Enforcement is (512) 206-3449.

Thank you for your assistance and cooperation.

Page 1 of 6
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3.

INSTRUCTIONS FOR COMPLETION
OF EXPERIMENTAL RATING FORM X2

Enter the information requested concerning the

agent =-- name, social security number, and
district-- into the boxes at the top of Page 1.

For each performance dimension listed on the form:
(a) carefully read the dimension definition;

(b) Mentally review the agent’s actions during the
rating perlod and identify those events that
correspond with the definition;

(c) Assess the desirability and effectiveness of
the behaviors demonstrated by the agent during
the events in question;

(d) Select a performance rating consistent with
your assessment;

(e) Circle the numeric score corresponding to the
rating selected; and

(f) Enter a brief explanation for the rating in
the "Remarks" section located immediately
below the dimension definition and the rating
scale.

To calculate the agent’s Composite Performance
Rating (overall score):

(a) Find appropriate section of page 2 (It’s
labeled "Composite Performance Rating");

(b) Enter the numeric score from each performance
dimension into the column labeled "Numeric
Rating;"

(¢) Multiply the numeric rating for each
performance dimension by its weight factor to
obtain the weighted wvalue of the agent’s
performance in each dimension and enter these
values inte the column Jabksled "Weighted
value;"

(d) Sum the weighted values for the various
performance dimensions to obtain the agent’s
Composite Performance Rating and enter this
total into the box labeled "Overall Score."



Enter any summary remarks or concluding comments
you might have in the box labeled "Rater’s
Comments" on Page 2. Sign and date the form as
indicated at the bottom of the page 2.

Review the evaluation with the agent. Give the
agent the opportunity enter any comments he or she
might have in the section 1labeled "Agent’s
Comments" .»n Page 2.

At the conclusion of the review, have the agent
sign and date the rating form as indicated at the
bottom of Page 2.

INSTRUCTIONS FOR POST-APPRAISAL QUESTIONNAIRE

HOTE:

FOR RATERS AND RATEES

Each supervisor and agent who participate in
an evaluation should complete one of these
questionnaires immediately after the
supervisor and agent review the supervisor’s
evaluation of the agent’s performance.

Enter the name of your district inm the blank
labeled "Respondent’s District" at the top of the

page.

For each question contained in the questionnaire:

(a) carefully review the question asked and study
the possible responses;

(b) Identify the response most consistent with
your own feelings; and

(c¢) Circle the number located under the response
selected.

In the small box at the bottom of the page, check
"Rater" if you were the supervisor who prepared the
evaluation or "Ratee" if you were the agent whose
performance was evaluated.



Foma X2

TEXAS ALCOHOLIC BEVERAGE COMMISSION
Agent’s Annual Performance Evaluation

Fage1of2

| Agzurs Name | Pleum Frat or Type ) o The Perisd Ageara GEFE Agears Olus:
| From: Ta:
PERFORMANCE DIMENSIONS PERFORMANCE
RATING
Curefally romd the delmices (o s d belore MEOR) EEEST'E e orme mae Cirsle Nussber For bost
CARE & USE OF BQUIPFMENT 5 |Supecrior
4 |Above Average i
The degree o which an agent demomstrales proficiency in the safe and proper use of agency| 3 |Average |
cquipment (firearms, motor vehicles, radios, officc cquipment etc) and exercises due diligence in| 2 | Marginal |
the carc and maintenance of assigned equipment. 1 |Not Acceplable
Remarks:
|
APPLICATION OF RELEVANT LAWS & REGULATIONS 5 _|Superior
4 | Above
The degree 1o which an agent undersiands and can appropriately apply the statules, case law,| 3 | Average
and administrative regulations relevant 1o the policing of licensed premises and the| 2 |Marginal
regulation of alcoholic beverages. 1 [Mot Acceplable
Bemarks:
|
USE OF PROPER LAW ENFORCEMENT METHODS & TECHNIQUES 5 |Superior
4 |Above Average
The degree 1o which an agent demonsiratcs thc usc of appropriate police methods in  conducting) 3 | Average
arrcsts, investigations, searches, interogations, undercover operations , cic. 2 inal
1 |Mot Acceptable
Remarks:
FIIYSICAL CONDITION 5 |Superior
4 | Above Average
The degres towhich an agent is physicallycapable of cxccuting & forceable arrest, controlling a struggling prisoner,conducting| 3 | Average
a foat pursuit, carrying confiscated goods, applying defcnsive tactics, etc. 2 inal
1 |Mot Acceptable
Remarks:
INITIATIVE 5 | Superior
4 | Above Average
The degree 1o which an agent can be counted upon 1o take appropriate action when circumstances warrant it in the | 3 | Average
gbscnce of specific orders and without direct supervision. 2 |Marginal
1 |Mot Acceplablc
Remaris:
_ |
FUBLIC DEMEANOR 5_|Superior
) 4 | Above Average
Extent 10 which the agent is respectful, polite, and helplul in his or her dealings with liccnsces and the| 3 | Average
public and the degree to which the agent is courteous and tact{ul in his or her handing of violators. | 2 |Marginal
1 | Nol Acceptahble

Remarks:




Form X2

Fage 2ol2

PERFORMANCE DIMENSIONS PERFORMANCE
RATING
Carslully read the definition fof choh dimessns biloe mbisg spracs peoioomsso MIFHHH-

ORAL COMMUNICATIONS SEILLS 5 | Superior

4 | Above Average
The ability of an agent to make effective oral presznistions before a courtand in diverss publicsettings, including aviegroup| 3 | Average
meelings industry group mestings, government hearings, and classroom presentations. Also pertains to an agent's abilityto| 2 | Marginal
|communicate effectively during one—on—one meetings, applicant interviews, and telephone conversations. [ 1 [Not Acceprable
Remarks:
WRITTEN COMMUNICATIONS SEILLS 5 | Superior

4 |Above Average
The extent to which reporta and other documents genersicd by the agent are correcly completed, well—written, legible, and| 3 | Average
on time, 1 | Marginal

1 | Not Acceplable
Remarks:

[ INTER—AGENCY RELATIONSHIFS

officers of other law enforcement agencies.

Supenior

Above Average

The extent to which the sgeni establishes and maintsing dose, eoperative relstionships with the peace

Average

Cd Ll T E A (T

MNuol Acecplable

Remarks:

COMFOSITE PERFORMANCE RATING
(Overall Sears)

[ RATING DIMENSION | NUMERIC | WEIGHT |WEIGHIED
RATING | FACTOR VALUE
(Ruting x Waight) |
Care & Use Of Equipment 0.07
Application of Laws & Regulations 0.17
Proper Law Enforcement Methods 0.15
Physical Condition 0.07
Initative 0.13
Public Demsanor 0.13
Oral Communications Skill 011
Written Communications Skills 0.10
Intar— Agency Relations 0.07
OVERALL SCORE
AGENT'S COMMENTS: RATER'S COMMENTS:
|
Agears Hims (Fiam Frisdp AQear: Mipnamne Dale of Bgaalwe | Baics's Hame (Flcass Frisif i LY B gRATErE Dbt of G gnabere




POST—APPRAISAL QUESTIONNAIRE

For Raters and Ralees

Appraisal Instrument; Form X2 Respondent's District:

—_—

One goal of performance evalualion is to give employees a clear idea of what the employer’s eXpectulions are and
of how the employee met, failed to meet, or exceeded those expectations. In your opinion, how wel| gig this
particular performance appraisal instrument meet that goal?

Circle Tha Namber Under The Nat Az Somewhat, About Better - ——
Maosi Appropriate Respome All Bui Weakly Average Than Mast Well
1 2 3 4 s

Employees should be evaluated on the basis of how well they perform the most critical aspects of their jobs. In
your opinion, how well do the rating scales contained in this appraisal instrument reflect the range of
critical tasks performed by enforcement agents?

Circle The Number Under The Hot At Somewhat, About Benier Eareeding
Most Appropraic Reapome All But Weakly Averags Then Mot Well
1 2 3 4 5

A key purpose of performance evaluations is to permit employers to identify the training needs of individual
employees and of all employees within a particular job class. In your opinion, how well does this performance
appraisal instrument fullfill that purpose?

Circle The Number Under The Hat At Somewhat, About Beticr Exceeding
1 2 3 4 5

Differences in performance ratings are supposed to indicate true differences in the quality of employee
performance. In your opinion, to what degree do difference in the ratings obtained from the use of this
performance instrument represent true, distinguishable differences in employee performance?

Circle Tha Number Usder The Not At Occamiomlily  Move Ofien Almost Always
Most Appropriais Responss All So Than Not Alnn
1 2 3 4 5

Assuming that the performance appraisal instrument in question was the agency’s standard rating instrument for
enforcement agents (e.g, that this was the agent’s “real® performance evaluation), how would you
feel about the agency using the results of these evaluations as one of the factors considered in making basic
personnel decisions (promotion; disiplinary actions such as reprimand, probation, suspension, or termination;
training; etc.)?

Circle Tha Number Under Tho Strongty Somewhat Na Somewhat Strangly
Moat Apprapriate Respomse Crpposed Oppasad Opiniaa Supportive  Supportative
1 2 3 4 5

After having experienced this particular performance appraisal instrument as either a rater (the person rating the
performance of another) or ratee (the person whose performance is evaluated), what would your reaction be to a
proposal for its regular use by the Enforcement Division?

Circle The Namber Under The Stroagly Somewhat No Somewhay Strougly
Most Appropriaie Response Npossd Topecd Cpimiim B v Loppuctniive
1 2 3 4 L1
Please Check Appropriste Bax

Respondent was: [_| Rater

[] Ratee




EXHIBIT 6

INTER-OFFICE COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: October 11, 1993

TO: Amold Porter, Training Officer, Enforcement HQ
FROM: Roy Hale, Staff Services Officer, Enforcement HQ

SUBJECT: Test for Inter-Rater Agreement: Experimental Performance Rating Form X-2

Thank you for agreeing to participate in the final test of our Experimental Trait-Based
Performance Rating Form.

Attached are nine forms, one for each of the performance dimensions used in the Form X-2
Performance Rating Instrument. At the top of form is a dimension definition and a listing of
performance rating options. Located at the bottom of each form are thirty (30) examples of
agent behavior relevant to the performance dimension described in the form.

You are asked to rate the desirability/effectiveness of the behavioral examples using the rating
options provided in the form. Before rating these behaviors, please study the dimension
definitions and the five rating options. Then, taking each of the examples in turn, read the
description of the behavior, assess its desirability or effectiveness, and assign it the rating you
believe is most appropriate. The rating selected should be entered into the box located at the
right of the sample.

Please complete all nine forms and FAX them to me here at headquarters no later than 5:00
p.m., Friday, October 15th,

Again, thank you for your assistance. I appreciate your help.




TEST FOR INTER-RATER AGREEMENT
Form X-2: Care & Use of Equipment

HIHEHSIDN A S A L S S A
Not Acceptable
Care & Use of Equipment 1 Major Improvements
Needed
The degree to which an agent demonsirates Marginally Acceptable
proficiency in the safe and proper use of agency 2 Some Improvement
equipment (firearms, motor vehicles, radios, office Needed
equipment, clc.) and exercises due diligence in the Avcrage
care and maintenance of assigned equipment. 3 Performs At
Acceptable Level
Above Average
4 Performs Above
Peers
Clearly Superior
5 Sets Example
Fnr Puers
e ﬂE]{A?[DR i e I B e e R T e CSCORE:

Ag:ut's mlgnnff WO _
Agant follnrws ruuunu mamunancu schadule I‘or hjsfhsr vnluclu w:d:l-:rut ﬂwmmm




TEST FOR INTER-RATER AGREEMENT
Form X—2: Knowledge & Application of Law

DIMEH SIGN

EFDRM&NCE -

I’FRFDRMAN("E RJ’LTIH(:

Regulations

App]lr.atmn of Relevant Laws &

The degree to which an agent understands and
can approprately apply the statutes, case law, and
administrative regulations relevant to the policing
of licensed premises and the
aleoholic beverages.

regulation  of

Not Acceptable
Major Improvements
Meeded

Marginally Acceptable
Some Improvement

Needed

Avcrage
Performs At
Acceplable Level

Above Average
Performs Above
Peers

C-I.Elrlj’ Superior
Sets Example
Fﬂr Pﬂem

 SCORE

When in.

ﬁq,cnl can n:mgmza most vlulatmns & answer hasm questmus t'rml licensees.

L e e




TEST FOR INTER-RATER AGREEMENT
Form X-2: Use of Proper Law Enforcement Methods

PERFORMANCE : PERFGRMAHEE RATING
.DIMENSIGN - B o
Use ul’I‘mpcr Law Enforcement “Not Ampmhlc.
Methods & Techniques 1 Major Improvements
Needed
Marginally Acceptable
The degree to which an agent demonstrates the 2 Some Improvement
use of appropriate police methods in conducting Needed
arrests, investigations, searches, inlcrogalions, Avcrage
undercover nperations , cle. 3 Performs At
Acceptable Level
Above Average
4 Performs Above
Dol ..
Clearly Superior
5 Sets Example
Fnr Peers

" 'BEHAVIOR

Agent takes reas

Agﬁnt fails ta m.'k.e pmper samntyfsafﬂt}r pre:au Imns dunng arr:sts & s.eard'l.ex

Agent uses pnor mmungannn tr.chmques and l.hr.-n: l'um, gcts puu: n:su]u




TEST FOR INTER-RATER AGREEMENT
Form X~—2: Physical Condition

| _PERFORMANCE RATING

Phynma.‘l Condition Hnt Amptablu
1 Major Improvements
Needed
Marginally Acceplable
The degree to which an egent is physically 2 Some Improvement
capable of executing a forceable arrest, Needed
controlling e struggling prisoner, conducting a Average
foot pursuit, carrying confiscated goods, 3 Performs At
applying defensive tactics, efe. Acceptable Level
Above Average
4 Performs Above
Peers
Clearly Superior
5 Scis Example
For Peers

BEHA?'IGR

‘Aﬁéﬁf Eéﬁ‘ﬁﬁt’ﬁéﬁdﬁﬁ
Apet  olven unable ta

Ageuﬁ‘@umlfmn ;ndtu.'h_ il skill _Pemmﬁmﬂwrtumntmllnrgwmspum
A;Pcutuanalhnicte andnaeﬁsmtheph}smal nspm of the job.




TEST FOR INTER—-RATER AGREEMENT
Form X—2: Initiative

Not Acceptable
Initiative 1 Major Improvements
Needed
Marginally Acceptahble
The degree to which an agent can be counted 2 Some Improvement
upon to take appropriale action when Needed
circumstances warrant it in  the absence of Average
specific orders and without dircel supervision. 3 Performs At
Acceptable Level
Above Average
4 Performs Above
Peers
Clearly Superior
5 Sets Example
Furl-"rers

ds mcamona] guu{;nﬁn b::t u.sually ha.s no 1ruuh1= makmg a decision,
ﬁit’:is afﬁui ﬁ :
Wh th nm:d m act u ahw:us tlm agent ams wﬂhnut wmtmg r-::r msmmmns

Agent isa I.aadnr' }s not afrmd uf Lakmg md:pendzm action.

AR

Agent 4 dDE:I not accept responsibility and needs direct supervisio

Agent reacts poorly to changing conditions; is often paralyzed by change.
Agem prafars o mnml]t a sup::?;s_nr bcfurc actmg but will ac't nl-:u:.e. if nece




TEST FOR INTER-RATLER AGREEMENT
Form X—2: Public Demeanor

PERFORMANCE
_DIMENSION
| (esd Defisition Befors Amigaing Rasing)

{ PERFORMANCE RATING

SCORE i

Public Demeanor

Extent to which the agent is respectful, polite, and
helpful in his or her dealings with licensees and the
public and the degree to which the agent is courteous
and tactful in his or her handing of violators.

Hnt Ampta hle
Major Improvements
Needed

Marginally Acceplable
Some Improvement
Meeded

Average
Performs At
Acceptable Level

Above Average
Performs Above
__ Peers
Clearly Superior
Sets Example
For Peers

. BEHAVIOR

Agent Iuis ne "‘-"‘me"”"‘?"“*“”d‘ ““d “h“‘“"m“m“*“ VI M——




TEST FOR INTER—-RATER AGREEMENT
Form X—-2: Wriiten Communications Skills

ERFDRMANCE“

PERFD RM&H CE RA'ITNG ;

Nut ﬁmpuble

Written Communication Skills 1 Major Improvements
Needed

Marginally Acceplable

The extent to which reports and other documents 2 Some Improvement

generated by the agent are correclly completed, Needed

well —written, legible, and on time. Average

3 Performs At

Acceptable Level

Above Average

4 Performs Above

. Peers

Clearly Superior

5 Sets Example

Fr::r Pecrs

\gent’s reports are poorl _..rg:éﬁmﬂwdpﬂ_.mmn-hﬂrﬁ‘h“ low!
A,L,r.nt s ri:pnrts shnw 2 ﬁnr. comma.nd uf the Enghsh ]a.uguage and gu-ud argammtmn.

A.n uwmge DI' lﬂ dwumants er m:mth were returned to s,gr.nt for correction
Agent nleaﬂjjdm&ﬁesxi] element: ol d: mghﬁrnff& S
The agent‘s reports ufl‘.en conl‘.am numerous grammamal and factual errors.

Agent makes spe

Agt.nt is r;arl.'.lm mth hlsﬂli:r wmten repum. man}r errors. E.nd umm' i




TEST FOR INTER-RATER AGREEMENT
Form X—2: Oral Communications Skills

"?EPERFD RMAN CE _RATING _

IMENSION
Not Acceptable
Oral Communications Skills 1 Major Improvements
Needed
The ability of an agent to make effective oral Marginally Acceptable
presentations before a court and in diverse public 2 Some Improvement
settings, including civic group meetings, industry Needed
group meetings, governmenl hearings, and classroom Average
presentations. Also pertains to an ageat’s abllity to 3 Performs At
commupicate effectively during one-on-one Acceptable Level
meetings, applicant  interviews, and telephone Above Average
conversations. 4 Performs Above
Pecrs
Clearly Superior
5 Sets Example
Far Peers

Aient hia

ﬁgent‘s prcsentanuns shnw great composure and suhd prnparanon. Is unshakahlc
'I‘twhgent‘s spna’hng a‘l'n]lt;r is mcﬂmm but hwhzr en mumm f’ur the task is obvious. |




TEST FOR INTER-RATER AGREEMENT
Form X—2: Inter—Agency Relations

o PERFQEMA.NGE RA‘I‘IN&E?'!

HNot ﬁmptahle

Inter—Agency Relations 1 Major Improvements
Needed

Marginally Acceptable

The extent to which the agent establishes and 2 Some Improvement

maintains close, cooperative relationships with the Needed

peace officers of other law enforcement agencies. Average

3 Performs At

Acceptable Level

Above Average

4 Performs Above

Peers

Clearly Superior

5 Sets Example

For Peers

| SCORE

Agent mmlfseeks appurmmms 0 mummm ] _
An Ag:nt vnruntc.en e traln kmal officers on a suh;act in whmh he}shc hu

J\gent on & ﬂt:'tname basis with man}r local officers; is well r:gard:d by lDr.'al Ch:ef
ﬁgmt wdxh mﬂ:ﬂhm lo:aliufﬁm:a'fn gnﬂﬁmr mtﬂﬂlgéna; mmlm ﬂutu. .
Agent works closely with local uﬂll:cm, assi'ug and being assisted as the need arise
Agent will ; asmtlma'f:nfﬁdﬁii nn{y fﬂrdem& todos
Age.nt used by PD officers as a source for 1|qunr law infu hut no more than anyone else
Agenrwﬂl asshim mﬂymmﬁﬂttucuiﬂﬂfcial& butc ﬂmmtimﬁaie these mhﬂns :

----------------------------------------




EXHIBIT 7

INTER-OFFICE COMMUNICATION
TEXAS ALCOHOLIC BEVERAGE COMMISSION

Date: October 11, 1993

TO: Karen Smith, Lieutenant, Fort Worth Enforcement
FROM: Roy Hale, Staff Services Officer, Enforcement HQ

SUBJECT: Test for Inter-Rater Agreement: Experimental Performance Rating Form X-1

Thank you for agreeing to participate in the final test of our Experimental BARS Performance
Rating Form.

Attached are nine forms, one for each of the performance dimensions used in the Form X-1
Performance Rating Instrument. At the top of form is a dimension definition, a listing of
performance rating options, and examples of agent behaviors that correspond with each of the
rating options. In the bottom portion of each form are thirty (30) samples of agent performance.

You are asked to rate the desirability/effectiveness of the sample performances using the rating
options provided in the form. Before rating these behaviors, please study the dimension
definitions, the five rating options, and the behavioral examples found in the top portion of the
form. Then, taking each of the samples in turn, read the description of the sample, assess its
desirability or effectiveness using the behavioral examples provided with the rating options as
your guides, and assign it the rating you believe is most appropriate. The rating selected should
be entered into the box located at the right of the sample.

Please complete all nine forms and FAX them to me here at headquarters no later than 5:00
p.m., Friday, October 15th,

Again, thank you for your assistance. I appreciate your help.




uEﬁ-EuEﬂ._s. LR ETT ...__s_n_n_m H___l-ﬁnm ﬂ uny, 5.5 EYST _u_u pEB jua uﬂ

PRI R e —u._aaﬂuauu:n Evﬁﬂv::&:&-ﬂsﬂu&f

!_aEE:_!_d _ﬁ.ﬁ..s ﬂﬂaﬁ.ﬁnnséun _Ea i xa.:_ﬂwt i

B

BERE .m:" mmmmmm

H__E_: E.m—_r_n_s_ c_m n.u_ 313

Ll _uunuﬁ...‘._ri,u“_uoms;un-m-uﬁuau.ﬂ::&ﬂﬂ_;- -....Em___m
15 nw.ﬂaﬁﬁuﬂﬂﬂn __l,_nu—__.af mﬁﬂn._ﬂ_ __n.n__:m wuﬂ_nﬁ___,:-#g:u Hisdy

._EE& #ﬂwnﬁn g%m :E..-ﬂﬁ,ai !.._._EE&PE_EE%E B uzdy
o _:u- nul:-:ﬁo__u u_uin.- ___onn_-.- lu.ni -:un{

qus  guenk o s jusfe
M UOmoR  AqEl o) wma .n_u_n_-ﬂ_u._ E

10 cwowzsedss o ‘meda Cares Jo pasm W g simzmanodd wy 1ofepg

e

_-uEn__-.ru

u-ﬂauﬂ_ﬂ Ez

uuuuu

Eﬁmmﬁmﬁﬁﬂm

wemdmbyg jo osn 3 2ur)

Euﬂﬂi 199 ..._n-....uiﬁ 0] u_._.ﬂ_._amﬂ._ .ﬂm{
01 papmmal 3 o1 §ey  Iaaanm  fadeqs sseR 18I W 3oigaa pue iuaswdimkba sdwexg neg 5
sdaay ‘si1s01  swonesyljenb swieany wo g3y buEE—uu 31095 mafy sopadng djreay
Auswdinbs 10 sty
pue  CGsuzeasy  ‘sapgas Bunuiado  vage otes swanxs  sesogaxs  (uele  oeyg N0 SUWLIOMA{ ¥
“Japio Buppom sxdoud w poe ‘rea0 ‘uespo sieme 5 juawdmba 5 juaBe ag sfeisay saoqy
[eaar] A[qEIdaaoy
paum urew fradoad 10 weap 1 dasy o1 papuimas 1Y ulopag £ usmdmba pauinse Josourusioew pue 3183
o smw  feooissesso  jng  quswdmbs  Jo s pool  seym  Aersusd  quoly allerany gl w oualiip np e pue (ma jwswdinba
PPN amljo ‘sMpe! ‘sayMgas Iojom C‘sueany)) juswdmba
soyenb Ljareq 150l 1o ydwaiis 150 241 vo sWIEIN I9Y 10 ST Yilm 1esmaanadur] amog T fusle jo om rodoid pur sges aq w Aouamyosd
Auenb o spg) o ‘pousd Bunw  Fuunp juspwoe jeop gqqeailiega v sey wely | aqmdocoy feufaeyy sjensuowsp uafe me yoys m sadep gy
‘Kj3J=sun w2 pasn s8Y J0 ‘Rdlane paresdad 12]]¥ SULIEI) Pap=ap]

................

yowdmbsg jo asn) 7 wae) [ —X Wiog
LNSWHAEYOV HALVH —¥HALNI ¥O4 1S3L

i et e o e o g



_E_awu__n_n- UR Ul F¥AJISG0E Jo gualuje sjods suoneadde Juigion 1u
Saprrtsteh) chatH B Eﬁ_q_nw.aﬁ-ao!. ua,ﬂ:usu_u..i_ Buizimioaal ignon ou wy Jraly.
| .b._&.u._n sueHyRmS __m Bpuey Esu_ -_.5_ uﬂnﬂuﬂrha oﬂ:uq.n._..-ﬂ_nwu_. 1l

» EE.._ ...nnﬂ_n.ruﬂﬁu-.n.ﬂn i-_ m_i._..nnnuu E__Eﬂ. n ___nq}....

b i veddvems vao pue spos gy s 0 $Tpsiein 00d Wy 9aRY
e fastnih e iﬂuﬁ:n HE-FhH-EvEHu—uE-ﬂHnEuduuﬂ

‘] 211 Buizonos aqnd woy suoisanb o) sesuodsar PALI0oU] saaTE Juely

ﬁ@#wﬁ?ﬂh%ﬂ!?ﬁc&ﬁuﬂ%ﬁﬂu&lnﬂﬁuig
o . P&pi!i_ﬂauxu_a_ﬂnuah 2q 100uE> Jwaly

“1oeusoo u_m!!- aze EEu_aF Eum- -u_u .Eumq u_ﬁ -.....u._.-un aqy |
Ui menes wssd moyk yssdss s ou #1304 Ve 0 spaimonySuttion sy jady |

“muawnbal (B39 , PUNDIF AR pUTl, SUENA[dde =31 suoiexdde Junjiom juany

SHBEE i ﬁﬂuﬂ_ﬁzn..ﬁa ER.!&EEEH aﬁoﬂ#ﬂ%.m__ﬂﬁ.monﬁu_ﬁa: sy

..........

._n_.nﬂ_oE FUOTIENIIS 18000 -u._m._.n!.,_ NG "] UO 5UTSISSE [FUMISSED0 Spaau Juaty
- "mitpdn 35K piE Ak PRI Gmonuisos | ! 38awgo sadasd sory skesgu 1By
N :..q_ u.._— uo__u._.qun.._ u._-h...... S “1qNOp 11 TGN, , e EE“_ _un__m. _.ﬂﬂaﬂ E.._.m._ﬁ

.,"u“v_.ﬁ”_..,._.,..”_m..._u__,m.m.””m,.x.w”..”_..w.,“‘.., unﬁww%xiaﬁau%wﬂmﬁ_ﬂmq
B.—.: .ﬂuﬂﬂ_ mﬂcou_uu._un_ﬂuaﬂi Hﬂ.__._uﬁ_ o1 _.Eh—n _.__uﬂnuh_un .ﬂ_auE juaily

09 {038y

o n.u.nuﬁ_ Hna -.E:-u_.__u E-E Jamsus ﬁ ‘ohsoM o uﬁ..&auﬂuﬂ::umﬂ

: ....“_‘,mm:.gnuztﬂmﬂi lﬁnﬂ..ﬂﬂuo.ﬁ gda.ﬂﬁ?ﬂ!ﬁﬁ:gﬁﬂ:ﬁk b e _.M,ﬁ,xﬁnﬂuﬂﬂunujﬂﬂﬂﬂuﬁuﬁguﬂmu isuﬂﬂmgowsnovn.ﬂuﬁﬁ
: 'm0 FEE_ JWES 31 U 3o F0WPE Yosson swy yasn ey | 00 | -me) jojumod oures uo s1oswiadns 1o sraad WOI) SHAPE Y398 ..m_u!ﬂuu 1 Eu.mﬂ
CHWOOS | b HORAVHEE: o canon nie LRwons o e O TAVHHE
| GEEFPOT]
Jo uod ® noge vonsenb B saey A usym woIp sswpe yaos Loy s0o o @ ‘maad 13y o ajdwexy Ag s
sy Aq swe| EUWLD pur afeiasg MoYooE SIS A U0 AUOTINE UE puIpsuco S juoly swpadng fpwagy
aaad
“safurya AIOINTES PUR ME] D5ED MIU JO HEME SIUSEe 19110 EYEW WO SULapR] t
‘safueys oane|siEa) puE swE| [[B uo pouuojui-jlam pue ep—oi—dn sles slesge juoBy afeioay anoqy
“mosdsu Juinp 13431 Aqeidaaoy . sederanag Apooe
SUOE[OA DOWINCD  19312p o pue onqod oy worj suonsonb jsow rowsue frodosd o1 spon 1 suuojag £ jo uonEnSsz s poe  ssmwaad  pasuasy o
[euag sy pue ‘syn: fousle ‘spon sfelassg Mjoyoofy 91 Jo o@popeouy USENpnE sey juady afmiany Tujod a1 o ueaspe monemia aweEnsunwpe
= papaap] pue ‘me] ssED "symvis o fdde Laendordde ues
‘me| 2 jo vonex|dde radosd Fupusouod gusie aojja] poe woswadns woly souesisse 1eswaaoadw] swog 1 pue spuejstepun juafe ue goiym o1 saufap sy
iwanbasy sumbas ‘see3 Unoo 1o symEs uo sEp—oi-dn 481 o) Jo Apms o1 HEp wely | sjqmidocoy ewEiepy
PapIAN
‘fouanbaiy ye2ad yum suoneinfal pur eme) sqdde fradomdun susmasosduy Jolepy 1 monemiay
Funoapye ii u_= m saueyy yum don a_uﬂ_ o E.uu ou ¥ TAT] JEEAD[DY .Euc.n-u.l._ﬂ
T e g P g Emining
w:ﬂ:ﬂhbwhﬂﬂ ﬁ#ﬂﬂgﬁﬁﬂn EE
ApisEE Rl e ipacaen b Bada i onhl) SRR S .m...-z,ﬁ_...t..m Egmaﬁmqﬂ

me] Jo uonwrnddy  s8papmony ] —x muoy
INTAWHTIOV JALVYE—dHLNI 40 1S5L




.Bﬁ.m GAIEEIXa FUILIZON00 HUTE|GWOD AN J0 122]q0E SU1 Usaq L 1U1a8y “RiEssaoall SoI0] _wuiE__ Wr. Ui H__EL-E._- FaIMooE USAY |

b Aumessoons mion AT auiinol 645 S1arduoo ovdio mpaam ity | i gﬁuﬁéiﬁ%ﬁm s, ¥ 30009
“sjnsal 2jqesn anpodd o pe) suoh el gusdy .no...-!:.ﬂ..:- HH_..E .u._-._uuo-_ .E_:_uEn # !a: .HE_ E__i..uﬁu q_ﬂ._u.ﬁu y ey
WIS B R0WU0S FOINIOI Tuitens Uai HOUNRIE 00 Of ik s3m usRy. ”ﬁ_. TVE089 Kstapast aBy
En_ﬂ&!q ._n.. posn aq AUo UE) SIS IBA0uapun 10 dojeinsami ou sy jusiy nna_..m.__._:.__m ot lx Euﬂt
il o seacouspu 53 suon Wl 35500 200K S0 Ui O sfqen jusBy: | A O S . R R Ty

!E.-u:ﬂ:! =_ =R_-E..£-._ aInoas m Eu:ﬂ!_u#ﬂ u._- -_-EJ_ gam Eumﬂ i o uu_u.un_n_ 10 =w..ﬁ__ aEm .aum.._.

iﬂwﬂﬁﬂé:ﬂnigﬂnﬂhuﬂ, uﬁa:&iﬂnunﬂﬂu_aﬁ_mm.
Enn_:_-n._o-uonﬂ _mi _EI_E tamaas aumra ¥ | trgareos nunin_:_-wzﬂn iy

e ﬁ?iﬂgsﬁgu#g%gwﬁun?g%m Tt S Tﬂ!ﬂ.ﬂ. xuﬁéiﬁiggq hﬂh&nﬁ.gﬂﬁﬂ:ﬁ -»..Guﬁ_..w
uqu...__ ¥ 52 wofe .HH ___.__.ﬂn mafin E:ﬂ *1D1IR u_pn_.!_u_n BloU n _nuu___q :

dﬂ:-ﬂniluﬂﬁ%ﬂﬂﬁﬁqﬁ%ﬁ& iﬂ&&gg £ it
I ..Euu-ﬁﬁ:: ﬁ-uﬁuﬂ__nﬁﬁn!ﬁln:u::#?&bumﬁuﬁ-uiB.__n:._,.&(. S E..Euﬂu.aﬂE-uu:.___.!n::.ﬂounm&ibunuﬂhu___ﬂaﬁﬂﬂan.:ﬁmt

CHWOOS b s CNMOIAVHEE 0 T R aEODR | T MOAVERR
Pl P R |
Jayyo IS0 M3 SUOTIENNE Ul suonsucs m__ﬂm_-_.ﬂvﬂw Ul [nissacons b no: 51 E-uﬂ———._n.m—__ .ﬂ.&:—iﬂ 05 &
enxoe ‘papeep AQuiy staged pov  suonefnsaan xsqdwod Csasumia  sionpuoa  Jualy souzadng faeapy
aaag
‘suonesdo JawaIpun WNOqY SULIOLIA] ¥
pue suoiyedisaam 1ajdwos spapdwns fngssasons pue ‘aeuipioos 'ueyd o) ojqe 51 1By iwloay oaoqy
AT 2qEIdamy
‘nuamuiisse paesdmwos slom Qs Ty FuIopag £ ‘ma* suohendo Jawapun
soumsissE Paau feuoisseaoo s soonefisasu sunnod Bunonpueo Jo ajgedes 51 10aly aferany ‘sponefouain  ‘sagoowos  Csuopedisam  Csisoum
popaaN Hunonpuos ut spoy 'w oofjod epdardde jo wsn
soumnaduns [Exnny3 Jo [ans] aoudiot o) sjqeun 10 1ewaandwy] awog T I SMNENSUOWSP 1.0F ue gge of sarfap aygp
Fuqpmun 1uofe fsyse (uawsosojus me] ajdus 180w 1 Guo Ansexa Anjssacons veo jualy | ojqeidocoy LeuiTaep _
L
*EYEE] SUNNOI Yiim 20UE]SISTE sposmavodd m) Jolepg I sanbjoysa), ¥ spoqian
P eard noyum  suanEdnsaau aspnal o3 fONpUCS a1 ojqemn ey " duu.Eu_um ar] u!__.:.:nu;:

2 .?ﬁ.:L.“.:.m“.m.. ,,,,,,,,,,, .mvz—.ﬁfum WUEH%

Spoyjal 1uamadIojur me| Jadoig jo sy [—X uLO
LNAWHHHOV HALVE—-HALNI HOd LSl




BRI Apog sddn U 1ualagns §39%] 1ng '123p ®© 3y Un Uea U239y

Shnea g ﬂaxﬁﬂmfx.@;?ﬁ?&&fs SN b 481 WOfiipucs iiw) i jlisty

RS IR

EiiiiE

.“_n_ H_,_in.nﬁ!ui: n_F..EEE n__-.-._ _H.-_....__a ....E:E n:&hun 108 __EE....H__-.

o ..uinﬂ Hqﬂsﬁunvu.u._u__-ha op o1 U0 Pounao 3q wea jusly

e St el apﬁ_z__iwéau__._ﬁﬁaEse&:ﬁ!&.ﬁ:.ﬁ;&ﬁ
; 5._!_ B 1w 11 03 Ajises w0 nq ‘Fay  saow pur 1 o1 djay spesu quady

JaiiEhe .?”M.ﬂ ﬂ ............... iu_@ﬂu Elg_—ﬁuﬁﬁauﬁn Eﬁuﬁ—!nﬂﬂgm *

.H.uomﬂ.. _uuna Hhun.u ol u....n—_an ._ EER_ _____xa _nH_....u... __-u =E_ ;_qan_ -.E..._u.r.

S R nde painap o seees i pue youd disws e juady |
o ‘sunsind _eEwEE-.E_nE 2jqnon ou sey jusfy |
S ecumied wrekd stotiie sauoRid ® oo o) SiquaR ustjo s 159y

\\\\\\\\\\

“Nnsind 100 J0J RUIULHENS SH0R] 1N ‘EISUOsLd 15700 [0 0] 1|

e s

ETEIEL

Hiftiieanaia .Mﬁuﬁme uﬂiﬁ»}auﬂ ﬂisaﬁuu& weg .Ez?ﬂﬁairmmni_ﬂxmnﬂﬂ

L o

..l:umu uR._E o uﬂ.ﬁ ﬂ..__s...__ -u.ﬂ _.H:-En ..n. .aa_- :-.. __u_.._ 1, UoM Ja w.».m.....:u.mﬂ

.......................................

.........................

: s f#ﬂﬁﬁuﬂ.ﬂ

B .ﬁ_uquﬂ_unu: or 5..45._!.__“9&-__“. 5 _n.mﬁ_._.n_uum.ﬂ

,,,,,, Asa09 oo/l 10 aimupuatis e R | hod T WESPIOL pita usly:

a3u __u._u__h_u.&ﬂ_uu wary) fiddu 1,ueo ‘S0 ~AlSiazep Iﬂ_uﬂn_ 1anou o3y

IR I NP pIAINGI0 L. KLIES PUR i1 01 apgeun JaBy
:E lEﬂ puepopuia ﬂ.E.H.n.n ._..32 .:EE_ 100] & m saFedua Eumﬂ

usiﬁa —aﬂu._.unn _En_m_

u.__._S. pur k_uu -unu._...uau u._,...m.ﬂ

HAODS | CMOIAVHHE o e T B EE0DS oo T HDIAVHRE
Eum._ﬁ _
“=nbiuga) 15908 pUw sa00¥) aAEIS2p ajdmexg q9g | 4
soonowsd Apumsco ‘uonipuos [estslyd yeed w Ams o) mseq Apep @ uo o spom juady jouradng Lrwap
"3dk Apoq Toag
pue 1iieg suale s o arevonuodoud s wgiom Jag Jo M s AUR 1SOWE lof IDURMPUI N0 SISO ¥
pue qifuans juamgns sey  Cestdsxa JenSss yEnonp onbisiyd poo w surmurem jualy afeisay aaoqy
[oaa] ageidaasy ‘m2 ‘sa1oe sisuajep Bugdde
Wom soqod ) parjunoons 2q 1yEW 1Ry sEONENE 3Y) 1Y suDopag £ ‘spood  pmwosmpuos  Fulues  c‘unund  j00)
J0 150w Funesw ur ()ssacons aq of Wwade o mumssd o watmns st wompros [easkyd sjusly ofwraay e Junonpooo ‘zouesnd  Bu@ions e Huponuca
*25[21213 IR[NBal PRpaan ‘1530w apgesasa] ¥ Fummoaxa  Jo aqqedes
10 paau Ay paamFosy 1ad jou sEy ng uewaaoidun jo aqqeded 8 'wompuod resisdyd wsmwanondw] awog z Aeomfgd = wale uwe yoym o1 sarfap Ay
wod o snp s asuagep Suljdde 1o mssure ojqescio) Funnooss W Gnognp sy jusly | ejqridosoy eordrey
Papa2N
Yoo 2oijod qiua prieoosse siuaqeg siuamaaosdury ofep

iu_wﬁa WOL 0 ua_ ni_qu 1o u_n_!_-u 10U 51 ..uEE!- ou 5Ty _un- 2 .5 B.Hn

WONpuo,) [eamsA] ] —X WI0g
INAWHAHOV HALVI—HALNI HOd ISHL



“IDSIAISONE nE._.. =.H_H_.:_u 10 uou:_ﬁ:w _._,u__._u._: _E_Iua_u ] u-qE ou [ ety Eu_nn.o_u w Rurew uz__nh ou sy E_u__u: 10 oUEpIng E:i.lﬂ.o oo Wy

._E:sEEE u_a-._w!-q.ﬂ_ u_.= -.-.!.._ -a_ !n_nua__wmui wEqu ha. ___...__-ﬂn :E ._=uu.a.

e R S L L R T

Eiﬁ&si%ﬁseé
e e

~ “pes) pue u.m._-_._u aym ol mE___i E.— _nuw_c.

wOI PR SMUSHAL | 11111 NOWGR 8 19W O) Post WA baAs woiiow Supym 51013 moponaisnt 1of st 18l
. “EEE] SN0 0] -uﬁ-n&#_- ATERID ‘M3 mniuua b:_u_!au _-uud
HHOOS | oo WOIAVHHE S A
&334 I0]
-afiena aym o1 ssauFugpm e sarensuowap drenunuos pue sEod [esonezweio sjdwexyg sas 4
yajdwcore o siem 12113q Funs@3ns siempe 51 ‘vaddey sunp soyew pue peap sy Jusdy oixadng Lueary
ETEE
‘uoisiAzadns 131 ou Jo 9| JADY SULIOLI] ¥
sannbas ‘sannp uoppe pue Qpqruodsss sy2es fownow oygs Jsums—ji2s v 8 juale oy afelaay asoqy
lanar] sqqEdaaoy
“FU2pY 109 19009 01 5Ipio ul voruido W suLopag £ ‘uoisitsdns j2ap MOy pUE Sropao sgiaads
s Jostasadns Y5e U)o L 1ng "Uohoe 1uspuadapm ayE e pur SICISIAp J0SLIOD YEM UED 108y afleraay Jo SOUISQE I W U URMEM  SSOUEISKINMID
papaen] uagm wolpe ojEidosdde oywm1 o1 wodn
“uonoe Juspuadapul am 108 [im 0P 01 PIOT 51 245 Jo 24 TEYM U0 s20p por Jamofjo] B 5 1uely Tanaondu) smog 4 pAUnDD 2q UED uole ue yage o swadap oyl
amndsooy Aeeiavp | -
papaay
siuswasudw| solepy aalrEniuy

IANENIN] [ —X U0
LNAWHAHOV JHLVH—da1INI 404 IS3L




.ﬂﬁuﬁuﬂ.— BED ___ B _-..__E:n ..m:.umn o1 En_._un] 5T _._EE__.: ....__.n_..n _nﬁ Bn:!: Eum{

xxxxxxxx

sl M.r.,..... sﬁnﬁ._._uuﬂnﬁayﬁguﬁ-ﬁFﬂauﬁmsnﬁ.ﬁﬂgnmuﬂ#umuﬂﬂﬂfnﬁ{.

S H___a.n_._.._quﬁ EEn_q:uﬂuEn !_. 2._2_ ﬂu-_u._i.fﬂu:uu.:umﬂ.
Hs.ﬂau of pux En:__ 'SuOITEN{IS 19Y UI JOOD, w:ﬂ!- Ao sEY wely

R E.E:auﬁaﬂg.ﬁaﬁxuﬂﬁu ure)dx> 01 I e oM By

G opnxou yyidniqe shvay mioimol Jo QRd i it souaied sy weoysiiady |
. 1 ‘sz - n._m: mam un Eﬁuum.un sl _EI aa_-ﬂns. _ﬂ_..p u-u Ing ‘uug 81 _-unf

“4FUIPI0a0e 5108 PUE SSUIRY A)P) PUE 110G XY, O) 51 gol 13y sanan]aq aaly -
.n..o_u_s..m RouR pu a8t (N0SpE o) aﬁﬂ_%ﬂ_.s ekl L E Lo 4

wgmﬁsm,ﬁ-v?&g_sinn&nq! 006 foafins 3y 033 seruaRy |

ﬁo_-ﬂéungﬁqﬁigér_iﬁ i sBunaay nivaly |

I PaIEaZ 3 01 S| PO 3y 1o u._ uu: oy _=_ 33:”05 siwon Edﬂ.j

 HHWOOS | -

..........

*mo[j0] o1 siuale mopa) 1oy sy oy apdwess pe ‘lordosd m.:. warenoissajod jo [ppow e 5[ apdwesy Rag £
*SOUESILNAD SEI3APE Ul 10 SE3U1E I9PUN uags Uaas ‘frydiay poe ‘inpyoadsas ‘ampod o1 ey aoladng KreaD
Tnjizadss pue sujod LN
sfesy sowueo fuump soueFolre Jo ANF0WoUE ou SMOTS “saasuan Jo anqnd a1 Aq posod SO SULIOa ] +
suonsanb stamsue Apuoned pue suoior Jagsy Jo ssodind ag vrepdsa o aum sy soqe) wady ofwroay anoqy
A A[qeldaaoy
“AUNINE pijes € jo sucl pue Qurejdwos ma) sjetauad gonues fuunp W saulopag £ “SI0NEjOtA Jo Suipuey 124 Jo 9y U njom puw
onpuod §1usdy -noeuoes Fuunp Javuew jeuoisssjord B U jlesiaguny sonpuoo Jualy afesaay snoouncd 5 1wede o yosiys o1 3asdap o pur ongnd
PPN oY) pue soosuoy yum sBuljesp 1oq 0 51y ul [n)djey
-pouad Funws sy Fuznp ‘a 1msmaaoidu) awog z pue ‘ampod ‘nppedsss @ juafe s yoiym o1 Jusixg
'200] AT *sEuApnl ‘Asuncosp jo yejdwoo piies v paiesausd onpuos sqqnd 51008y | ojqepdscoy Aeuireyg
e
‘ofjgnd [eazuad a1 pue ‘suorE[o ‘ssostaog] wouy siuEjduwos 1resuoD Jo 12algns o) simamaanadur) 1ofep
-. _ﬂu!n-.a. 9883 puEy oY) ¥ 30 L1aaa sean) ognd n._u J.._.-_...E u_:.E:- ___R_ ® I# .E.m....
fin S e R T e TR e Jﬂlj!]"lﬁ i
Fﬁummxm hﬂﬁﬂ?ﬁﬁn
e w:ﬁd.wwmwzt:ﬁ B

IOWwIMI(] QN [ —X WIO,
LNHWHHHOV da.LVI—HAINI 404 ISHL




SERRLIEEEE Y

._H.E.u._._an .H_._ E.._,m- o1 _HE_:u._ ETET EEE:A nH.HE_.uu_u .m._u umEE__u -..w

%ugi_ﬁagﬂﬁuﬁuﬁgnamﬂﬁuﬁﬁ ..._.,._R_E spuadeay |

1 .EH_E 28USLJO 13Y/5TY U1 PN SUDITEIOA Y] JO NUIWS(3 [[E SATNUAP! A0 Juoly

. ,.ﬂnun.uu-.ru._ EnE 10 E_ﬂ-uﬂ nn_...._u.mu.-un _.._uww _...=_E..._._ ol ﬂE Ean..o._ .Eu.__...u.n:w ;
m_wmﬁﬂhnﬁ P siod1 f .

UOH2AL0D 10] U3TE O] PNl 19m [UOLL 1ad SIUSWNI0P O] Jo IDEIME Uy
oD ..;:m__”::;E:m”z;r&:EE?EE%E&EE:%E%

: .n_i_En E:_ﬁe EEE dnanoe 101 10 .E Eu_n_ﬂo....& sire3 Apuanbauy 1uaty
i 3 Egmvﬁxﬂ awﬁ%ﬂmﬁ&&i%hﬁﬁﬁnﬁﬂwgunrnﬁ n__n_..._,
..._nn_ﬁu:_" __....n Assotm auw Juade am __E panmgns ssodar US]LM pURY pUR Huau: u..F
Ao a‘_wﬁwﬂ.ﬁﬁ pue .&x..__s& 0o ixu are slioda g 1ealy
.HE.__E ﬂnuu.u uu__ 10 51 W !Enn._nf jo quaws _.... E__ = Hmu o &md wagjo _nuu{

I__nwu_u..u_?u_ ag] puw L_E.mn_-uuﬂt.iuﬁ ‘ao0d 51 saunmesd sy, e _E-:!u.__- sundas 5 juady

“19E] JO SUNISSIUO PUE SI001D SNOSmnU Umue uago o Loy, senbopeu

s n . WOIAVEHHR ST T ENODs [ e WOIAvHaN T e
tuun— 104
“Ajaum suw suoissiogne [[e pee ‘1oradns Ajresp 7 oS Sunus spdurexy nag
3], ‘pofieiap ufig pue ‘sag) loua faiadwos e gioda 1y Jo i Sunpa ) gleoxs wale oy, souadng L)y
EEY |

"Papuiwal Jo payse Sutaq oI SEEAp papseu 3 (e sapwold 0gy RLOJIa]

sheme 1ualy aajdwod pue 'ags000 "allod ‘pay Ajawn sleme aue saodad uagum suale ayg, afmsany saogy

[ana 9jquidacoy

‘PApPI3U A RIGHIPPE 10 EOIaL0a mad uolyse] fzwn v u) posssded siapduos josly 1Y Lo ;
i afleraay ‘amm) uo pue ‘apqiia) ‘uais—{as
Pepaan ‘paajdmeos foenos ere uale a| dg porerauad
qUsUed pue 1anmondu] awog nuEneep laypo pue giodar ysiym o 10mxa g
9§15 30 Low2 swog own wo m unp due g8 wopjas Yiosssded Funsjdwoo ur mojs s11ualy | ajqmdacoy feuidiey

RIS TONENENWmMOT B2ITLM

S[[FS SUCEIUNWWO)) UINIHM [—X WIo]
INAWITHOV HALVE—HELINI 304 1SHL




"SB010% afEssall ElT] 198 SIE] pUE S2UAPOE I3 SI00 oym Jayeads wood 8 TEI [
i eonepRe e

" “sonzexd 10 woruedard ou qum pesy sy jo doy u.__ 0 Sy1om 1usly

i o B0 0900 ® UF HaAS §89pi Beiieorintimoo KD W itdy |

uﬂﬂ_____ ....u..__._. Eqﬂﬂu .E.H_ -.::.- .m.__d__,.-umu sood fq _uEu.nE.-a 51 1nq ‘satn ey

. ﬁu:.nn_. u_in__. ___E:n!_qu_uﬂ,_:n.: I._ nq :rﬁﬂﬁa.ﬁ—-ﬂ& sy Eﬂe.

PARAILEL eon (RGI ei J00 I i poci I
-a1a J._!_:__. .Bn._a... un_nEE  dpoq :dnor® ¥ o Finyeods vagm snoatsu Kjgsta | :.n_mﬂ
. u!._nuu_:u wﬂn_:n._x.i iy da3y w0p 24 1hg ﬁu:ﬂﬁnﬁawx =i n.wmiu}mﬂﬁuwﬁm e .._m.md_:r_mﬂﬁ__:_ ¥ aquApejmany wl%ﬂﬁd? Rﬁwﬂu.iﬂﬁnﬂ-ﬂ& ¥ s=y jualy
b.-nnn »._u._o_h-u.. uqq_umn.mu...u L._.__r .n....._..u 199) -ﬁ_ .E._“mu_i yum _H._ 1 :ﬂ.ﬁ.. Eum.ﬂ |

wma&_ﬁ P A 500 00R S | _.ﬁﬂ_.uﬁ_.- wﬁ !Em_ EE_.%__. spoAR Jusly

ol .Hnum..ﬁ»u&i._nﬁ-Bn_#uw_aﬁu_ﬁnhpiu_@__ﬂgﬁEtohwnnusnﬁg. £
| ayeys o preq st pue 'sjoe) 2 swouy TEapus 5] ‘FuLEsy yoes 1] samedad juoly

...Ea;q_ namid .j_.uu._ .__n._ —-_E_E EH&E..._ uﬁ a B{3118 PUR STEIIITRUI ST MOTY Enut.
Eﬂ:ﬁ& cﬂmﬂ.uﬁﬁh uﬂuﬁinﬁ_ﬁwﬂm 3

| -muawird jase Fuiryeads A nd unu: Ajaanse pue siofus jualy |

_ “Pa1INE A 314 5] JSUNRNI aAl129)]3 puE BUILTEIIZ]03 UF U], a8 essaill 1)l s1a|3p, 1000 |
f (RGO Y ) 1) (ieeeim SIS g Ao el B AiRqE Rupieids sy on),
1 ...u_.u..ﬂman.____ ] euuwﬂm.u.i E_@-ﬂnﬂ.ﬂiﬂﬁ el mous monmuessd s uady

..................

!E_ﬂ.:w o semodsal _E.nm -uv___..n._n _uu.._ En 10 -E =__n TEnN -J_E__.__ pus -...Emu.____ ady
{1 IpOOTUIPER U 1301403 518 siawsuE DIus SN EE_._. wosj moinb nionos 1038y
r. .... .nnn_.._u.._"._nﬂk_ Eu._muunun_ ____._n______u__ B_E.n:_ H_.._uw..ﬁ_ E.uE: un._ Uu.-. _numﬂ

...................................................................................................

...........................................................................................

1 ssone umqunE u..u H&E s[re] 10g ‘supELA .._ucE"En __EEn Tew, A1 :ﬂ...:n_ Eun.._,
...... %mﬁa._.._ﬁo_. Eu,_ﬁun_aan- Jnusnnﬁ.... mﬁjuu&ﬂﬂi_ uﬁE&EﬁE sie] 1Ay

e
,,,,,,,,,

ﬂ__.._n_m pioae Eﬁuﬁnuﬁ&:ﬁ uﬂu_ﬁ:ﬁ ﬂ..ﬁ E....m..,.

................
...r...f..,...(.f.."_.."._ D e

-u.i E....E:nﬂ%:-a:?uhﬁ-&.&p:m-ﬂﬂ.&:»&lf:&t

T
e a

qal saysiy jo aoadse fpep a1 w s|pys vopeun R [e10 Eoondaoxa 1oy
sas] 212 ‘sdnoad Ansnpo ‘sdnoad sgs £q puemap jUreisuo ul s pue Jayeads suwendp e 51 juady

S
Fupyeads uag s we sy pue paaedard [[am sfes)e s 1oew joalgns I91ysTY Jo pUEWITOD PIjOS
B puE "aouapruca— Jj3s ‘esiod jeaud soensmowap weade ay ‘ygqnd 1 yeads o1 nodn pojjes nagmy

a2 ‘qnd 211 "sonzpne wogy sustjsanb Juuamsre ol awnseg): 5] lauuEw
wziadwod v w wag) s{puey pue ymejdwos noyna auamudisse Sopesds apqnd adecow juady

*SHUIPURIIIPUNST 1231100 0] 10 UTe(dEa o] W Y] SN 10U SO0 F0UMpE
241 01 ssosoe guiod 13y 10 s1y Tumsd ur Kynoyyip sey yuade a1 "agnd w Suryeads uoym

‘sdnosd 10
siEnpwipu) o fuyeads vaym daansage spenunuEo o} Ajqeon pue Jayeads syqnd sood v 8 jusly

Al .En_
odwexy 535 5
iouadng Lrea)n
Saag
SNOQY FILIG)I3g ¥ *SHDITRSIALOS
afuroay aaogy auoydapy  pue  Csworuayn  uesdde  sHopeowm
[9aa] qEIdaooy’ ao—un—a0a  Juunp  gaanoafe 2rEMUNMIWOD
1V swejiag _ 3 o Lnige gioade ue oo suenzad ospy suoneEasasd
ECLTETRY wookssep pur ‘Suueay juswwasod Sueaw dnord
papaay Ansnpm ‘swpsew dnosd owe Bupnpu ‘sfomes
amasesdu| swog z ongnd ssioaIp W pue MuNod B AU0jaq suonElussd
sjqridasoy Hemdiey 20 wnoage wyew o) wefe we jo Kge oYy,
papaap
nramaaondu] rolepy 1 1S UOIENTREEO]) [0

moneiedaid Jood Jo/poe ﬂﬂn umn__._u.__-— ay jo u._n!EE.Eu_m s mni.-ﬂ_u H_nnn _-.u_ﬂ_w.w

S[IMS SUOHESMUNWIO) [e1Q [ —X W0
INAWHAHOV HALVH —MALNI ¥0d LSAL




HH_EQ _HE— :E___. .-n..—-:....:ﬂu.. ﬂ__._n o] 531 n__.rax_n.u -Hc..ﬁ:dmﬂ

“LI30I0 [520] )l (I suniTE)a] wExEl poot & padojasop sey Justy |
FUG e Busdion S podult) iusBy

: Ei.s_u__aub.a q EEEE__!:E:?_E?
&ﬁ#ﬁ%ﬁqﬁ. ﬁwﬁﬁnﬁnﬁﬁwﬁ #ﬁﬁﬁﬁizﬁﬁ

R R e T L R T

R A T i e e E A s R R T gy B P e DR R A S L R DR e T 1

sepuaoud 9Ys J0 3y STUESISSE 1) 10 SED0 pre ssousle asoq)
W) SUTPPUILIIIOD SIS0y SEEo [ea0] pue saouade saqio Lg prefas gEg m prag wady

odwexg g £
sopadng Lreapy

‘sofiezanaq Mpooafe Jo ISNGE 30 98N A 0} pareja goalud Hununoos
w medisred o) pue sauale juawzalojus me| 1210 15155e o saniunoddo syaes fane 1uely

EET
N0qY FUIOPA] ¥
a8unioay anoqy

PSR UM
1stsse iugpm [im puk [Epaoo skemly seousie 1910 J0 S131]0 01 MOILMOD PRE fpua) 51 uady

1] Ajqeid=ooy
T¥ swiojiag £

almroay -sarauaie JUIwaIo)ua ME] IO JO ER0]0 Soead

“HUERN| 2 1R M3 oS
03 B0 1NG PIYST UM JIUEISISSE J3PUBI 1A W gim Sunewosse w 1saesrm) s sey
g ‘spusie Qo Jo Lo Y] 01 oSN p ALUessaosu jou 5] Jresiaymry of sdasy waty

Papaan
jusmavoudw| swog T
spquidocoy feuidiepy

| s sdigsuoneps sapessdoos ‘ssopy sunETUIEW
puw saysggElse 1usle oy yMgm o1 JuUSIES o]

"0 Op 0] palaplo tays fuo soumsisse SIIpUal pue souaie

sup1E]ay Asuady—Isiu]

IO JO KISHT] O Mok HuﬁuEnm._ SouRp Ays 1o 3 un.q_u pux ___ﬂ_ﬂnu__.ﬂ:: o jua8e ],

suonje[ay lowady—Iaju] [ —¥ W0y
LNAWHHHOV HALVE—HHLNI 404 LSHL



	HaleRoy00.pdf
	HaleRoy01.pdf
	HaleRoy02.pdf
	HaleRoy03.pdf
	HaleRoy04.pdf
	HaleRoy05.pdf
	HaleRoy06.pdf

