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COMPETENCY MODEL FOR 
AIRPORT POLICE CAPTAIN (2018) 

CLASS CODE 3228 
 
 

The following competencies have been identified as those that best separate superior 
from satisfactory job performance in the class of AIRPORT POLICE CAPTAIN. 
(Numbers refers to the order of competencies in the Competency Bank.) 
 
3. Judgment and Decision Making 
11. Initiative 
12. Conscientiousness 
17. Innovation 
20. Job Knowledge 
36. Emotional Maturity 
40. Credibility 
53. Leadership 
 
On the following pages are descriptions of each competency, including a definition, the 
level of the competency required for the class (italicized, bolded, and underlined), 
examples of behavioral indicators, and satisfactory and superior performance levels. 
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3. JUDGMENT AND DECISION MAKING –  Accurately assesses situations, seeks  
         new information if necessary, and applies 
         all available information to reach sound 
         conclusions/formulate effective response. 

 
Level of Competency Required by Job: 
 

Level 1: Training and guidelines needed to respond to immediate situations 
within very specific function are provided (or supervisor available to 
assist). 

 
Level 2: General information and guidance to assist in responding to a 

variety of situations across a range of circumstances are 
provided. 

 
Level 3: Little guidance available for responding to a wide range of complex 

situations with far-reaching and/or enduring consequences. 
 
 
Examples of Behavioral Indicators: 
 

 Effectively responds to atypical situations. 

 Asks questions or otherwise obtains additional relevant information to make a 
decision. 

 Formulates a decision and necessary actions based on available facts. 

 Correctly infers appropriate response based on information provided and 
existing policies, personal experience, and/or consultation with others. 

 Discusses conclusions/possible responses with others before taking action as 
necessary. 

 Considers impact of decisions on all affected parties. 
 

Performance Levels: 
 
Satisfactory 
 
Correctly assesses routine and unusual 
situations and reaches appropriate 
conclusions for actions needed. 
Obtains additional information and/or 
consults with others as necessary. 

 
Superior 
 
Evaluates new situations accurately to 
establish an appropriate response or 
plan of action. Recognizes the impact 
on all affected parties, as well as the 
possible ramifications and/or 
repercussions of setting a precedent. 
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11. INITIATIVE – Generates activity that facilitates accomplishment of work. 
 

Level of Competency Required by Job: 
 

Level 1: Offer to help co-workers and/or recognize things to do that facilitate 
work accomplishment 

 
Level 2: Identify new tasks/projects to be undertaken and assist others with 

accomplishment of their work. 
 
Level 3: Determine additional work necessary to improve the function 

and productivity of the organization or its services to citizens 
or other customers. 

 
 
Examples of Behavioral Indicators: 
 

 Makes suggestions for improvement in work quality or quantity. 

 Finds work to do when own work is slow rather than allow diminished 
personal productivity. 

 Expands scope of work/responsibility in appropriate directions. 

 Anticipates upcoming events in order to prepare for them. 
 
Performance Levels: 
 
Satisfactory 
 
Generates goal directed activity 
rather than waiting to be told what to 
do. Anticipates what is likely to occur 
in order to be able to prepare; 
recognizes that preparation for (and 
clean-up after) a job is part of doing 
the job. 
 
 
 
 
 
 
 
 
 
 

Superior 
 
Actively pursues additional 
tasks/responsibilities that will 
facilitate effectiveness. Makes 
extensive preparations for upcoming 
events or expected changes. 
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12. CONSCIENTIOUSNESS – Dependable, reliable, diligent, and attends to all aspects 
          of assignments (the “details”). 

 
Level of Competency Required by Job: 
 

Level 1: Remain on-task and make every reasonable effort to complete 
work in time allotted. Note discrepancies and takes action or 
informs appropriate person when “things don’t seem right in 
information or data. 

 
Level 2: Note when own work logically relates to the work of others and 

coordinate with them and when additional tasks must be 
performed to complete an assignment and perform/assign 
them. Recognize when, despite best efforts, work will not be 
done and notifies supervision. 

 
Level 3: Attend to each area of responsibility, and if all are not being 

addressed, arrange for transfer or elimination of some of them. 
Ensure that all aspects of programs/projects are properly 
addressed to ensure success. 

 
 
Examples of Behavioral Indicators: 
 

 Seeks all necessary information to do the job well. 

 Learns from experience so can recognize when things are not right. 

 Maintains a high level of task-related behavior. 

 Continues to work diligently in the absence of supervision. 

 Fully attends to seemingly minor as well as major aspects of each work 
assignment. 
 
 

Performance Levels: 
 
Satisfactory 
 
Fully attends to work at hand; notes 
details, errors, and discrepancies 
and follows-up as necessary. 
Reliably performs and completes 
work. Punctual; respectful of others’ 
time. 

Superior 
 
Notes relationship of own work to 
work of others to ensure all aspects 
are coordinated. Performs additional 
tasks and otherwise follows-up to 
ensure thoroughness. 
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17.  INNOVATION – Seeks out and/or develops drastically different work products or  
         ways of doing work in order to improve services and/or increase      
             productivity. 

 
Level of Competency Required by Job: 

 
Level 1: Identify different means of doing work or suggest changes in work 

product that significantly improve productivity, work product, or 
service provided. 

 
Level 2: Re-engineer processes and practices to increase efficiency 

and/or productivity and/or to improve work product or service. 
 
Level 3: Re-conceptualize purpose of function and/or how to achieve it in a 

way that improves efficiency and effectiveness.  
 
Examples of Behavioral Indicators: 

 Notes inefficiencies/unnecessary steps in work processes for elimination. 
 Suggests different, more expedient means of doing work. 
 Conducts thorough review of work practices to identify possible points of 

increased efficiency in work flow and/or product/service quality. 
 Identifies opportunities to increase breadth or depth of impact. 
 Determines/implements novel means of accomplishing work. 
 Reconfigures existing resources to improve work flow, work product, or service. 

 
 

Performance Levels: 
 
 
Satisfactory 
 
Maintains constant awareness of ways 
to improve quantity and quality of work. 
Identifies and is willing to suggest 
changes no matter how radical a 
departure from current practice. 
  
 
 
 
 
 
 

Superior 
 
Deliberately seeks out or develops new 
and improved ways of doing work and/or 
alteration of/addition to current work 
product or service to vastly improve 
organizational performance and the 
“bottom line.” 
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20. JOB KNOWLEDGE –  Knows information required to perform a specific job. 
Includes both widely available courses of study (for 
example, chemistry, human resources management, 
graphic arts) and City-specific information (parking 
regulation and ticketing practices; purchasing 
procedures; provisions of the City Charter). 

 
 

Level of Competency Required by Job: 
 

Level 1: Knowledge is concrete, factual, and/or procedural and may be 
defined by the organization. Situations in which it is applied are 
quite consistent. 

 
Level 2: Knowledge is substantive and may be defined by an external 

trade, field, or profession. Situations in which it is applied vary 
and, as such, require breadth and depth of understanding. 

 
Level 3: Knowledge is abstract, conceptual, and/or complex and may be 

supported by a well-defined academic discipline or authoritative 
sources (e.g., laws, ordinances, government guidelines/regulations/ 
codes). Situations in which it is applied may vary greatly or be 
novel. 

 
 
Examples of Behavioral Indicators: 
 

 Performs work correctly/avoids technical (job content related) errors. 

 Answers technical questions about work accurately. 

 Asks few technical questions about the performance of routine work activities. 

 Offers advice (“coaching”) to new employees regarding their work. 

 Develops training programs for other employees. 
 
 

Performance Levels: 
 
Satisfactory 
 
Sufficient job knowledge to perform 
work correctly independently. 
Answers technical questions about 
work correctly. 
 
 

 
 
 
 

 
 

Superior 
 
Expertise in technical job information 
sufficient to serve as a resource to 
others. May develop training 
manuals/ programs and/or give 
internal and/or external 
presentations related to work. 
 
 

 
 



7 
 

Job Knowledge Areas 

1. Knowledge of LAWA organizational structure to facilitate daily operations, 
develop, implement, and manage problem-solving strategies, and obtain 
resources and support to sufficiently address concerns. 
 

2. Knowledge of local, state, and federal laws and regulations governing airport 
police employees sufficient to ensure adherence to those laws and regulations 
and evaluate subordinates for job proficiency. 

 
3. Knowledge of laws and regulations governing the aviation industry in order to 

prevent, detect, and deter crimes, acts of terrorism, and threats posed to the 
public in an aviation environment. 
 

4. Knowledge of methods of patrolling and safeguarding airport property, buildings, 
installations and adjacent facilities and roadways sufficient to secure critical 
infrastructure and direct an appropriate law enforcement response. 

 
5. Knowledge of safety principles and practices sufficient to ensure that personnel 

safety execute their duties and reduce risk of injury and liability to themselves, 
tenants, airport, personnel, and the public. 

 
6. Knowledge of laws of arrest and the elements of a crime in order to properly 

evaluate reports, logs and complaints, ensure that those laws are being adhered 
to, and prevent individual rights from being violated. 
 

7. Knowledge of airport and aviation security and law enforcement techniques and 
policies sufficient to direct law enforcement responses in an aviation 
environment. 

 
8. Knowledge of the Airport Police Division Manual and LAWA Administrative 

Manual in order to effectively execute administrative and law enforcement duties 
and assure the appropriate application of and adherence to manual provisions. 

 
9. Knowledge of Peace Officer’s Procedural Bill of Rights to ensure that personnel 

complaint investigations, Civil Service Commission, and other administrative 
hearings are conducted properly and that employees are informed of their rights. 

 
10. Knowledge of Incident Command System (ICS) to ensure emergency incidents 

and special events are coordinated consistently and to the National Incident 
Management System standard. 

 
11. Knowledge of the rules enforced by the Transportation Security Administration 

(TSA) in order to abide to Federal Code of Regulations and TSA Security 
Directives.  
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36. EMOTIONAL MATURITY – Maintains a calm and task-oriented approach to work  
            even under circumstances of conflict or hostility. 
 
 

Level of Competency Required by Job: 
 

Level 1: Remain focused on the task at hand when interacting with 
unpleasant or uncooperative people, circumstances are frustrating, 
the workload is high, or other conditions of the work environment 
are less than optimal. 

 
Level 2: Seek effective resolution to complaints/criticisms; recognize 

that complaints/criticisms often are not personal, but a 
reflection of frustration or disagreement on the part of others. 

 
Level 3: Maintain neutrality and effective performance even in the face of 

unjustified challenge or direct criticism in a public forum. 
 
Examples of Behavioral Indicators: 
 

 Maintains a calm and focused demeanor. 

 Continues to listen to others with whom conflict or disagreement has 
occurred. 

 Does not display excessive emotionality: yell, shout, scream, cry, or use 
profanity. 

 Does not “act out:” slam doors, throw things, threaten, or assault others. 

 Does not engage in inappropriate acts such as telling off-color jokes, name-
calling, horseplay, or bullying. 

 
 
Performance Levels: 
 
Satisfactory 
 
Demonstrates emotional stability and 
mature behavior appropriate to the 
workplace even in circumstances of 
discord or duress. 

 
 

Superior 
 

Maintains businesslike demeanor and 
continues to attempt to address the 
issue at hand even when faced with 
personal attacks, unjustified 
accusations, or other inappropriate 
behavior from others. 
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40. CREDIBILITY – Is truthful and sincere; objectively and clearly provides all pertinent 
information rather than being vague, omitting negative information or only stating wtha 
listeners “want to hear.” 
 
 

Level of Competency Required by Job: 
 

Level 1: Freely and openly share accurate job-related information with co-
workers. 

 
Level 2: Provide complete, accurate information to other City 

employees and members of the public.  
 
Level 3: Represent department to the Mayors’ Office, City Council, City 

Commissions, and/or department heads, and/or to external 
organizations, professional associations and/or the media. 

 
Examples of Behavioral Indicators: 
 

 Admits mistakes. 

 Information provided is consistent (not contradictory or stating different things 
to different people). 

 Answers questions directly and thoroughly. 

 Shares credit for achievements. 

 Acts in the best interest of the organization, not self interest. 
 
 
Performance Levels: 
 
Satisfactory 
 
”Tells the complete story” from the 
onset. Is forthcoming with full 
information when questioned. 
Statements are consistent. Readily 
admits mistakes and gives credit to 
others. 

 

Superior 
 

Information provided is complete and 
accurate, and includes any negative 
information or information contrary to 
self interest. Does not attempt to be 
vague or put a “spin” on negative 
information to make it appear more 
positive.
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53. LEADERSHIP – Influences others toward goal accomplishment. 
 

 
Level of Competency Required by Job: 

 
Level 1: Assume responsibility for operations or a situation when necessary. 

Direct the actions of others or otherwise ensure required actions 
are taken. Remain responsible until relieved or situation is resolved. 

 
Level 2: Motivate others to continual activity focused on goal 

accomplishment. Provide clear objectives and articulate 
individual activities necessary to achieve them; ensure 
resources necessary to do so are available. Monitor work 
progress and provide feedback; assess results.  

 
Level 3: Articulate a vision, convey it to others, and assign responsibilities 

(or assure they are assigned) for achieving it. Monitor progress, 
make adjustments as necessary and evaluate results. 

 
Examples of Behavioral Indicators: 
 

 Evaluates circumstances, determining what needs to be done, and ensuring 
individual responsibility for performing specific actions is assigned. 

 Follows-up to ensure that specific actions have been taken and overall objective 
has been accomplished. 

 Clearly communicates objectives and responsibility/individual actions necessary 
to achieve them. 

 Monitors work in progress, provides feedback to those involved, and makes 
adjustments to work plans/processes to ensure goal attainment. 

 Evaluates completed work for quality thoroughness, and effectiveness to 
determine whether re-work or additional work is required to meet intended 
objectives to provide learning for future assignments. 
 
 

Performance Levels: 
 
 
Satisfactory 
 
Assumes responsibility for work of 
others when required or necessary. 
Ensures actions taken to achieve 
objectives, and evaluates results to 
determine any follow-up needed. 
  
 

Superior 
 
Articulates vision/states clear objectives 
and assigns responsibility/motivates 
others toward achievement. Monitors 
progress; gives feedback; evaluates 
results; ensures follow-up.


