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PREFACE

This report presents the results of a detailed Air Force Occupational
Survey of the Security Police career field (AFSCs 811X0, 811X2, and
811 X2A). The project was directed by USAF Program Technical Training,
Volume Two, dated October 1982. Computer printouts from which this report
was produced are available for use by operating and training officials.

The survey instrument was developed by Mr Hank Dubois, Inventory
Development Specialist, with computer programming support furnished by Ms
Olga Velez. Mr Robert L. Alton, Occupational Analyst, analyzed the data and
wrote the final report. This report has been reviewed and approved for
release by Lieutenant Colonel Jimmy L. Mitchell, Chief, Airman Career
Ladders Analysis Section, Occupational Analysis Branch, USAF Occupational
Measurement Center.

Copies of this report are distributed to Air Staff sections, major com-
mands, and other interested training and management personnel (see
DISTRIBUTION on page i). Additional copies are available upon request to
the JSAF Occupational Measurement Center, Attention: Chief, Occupational
Analysis Branch (OMY), Randolph AFB, Texas 78150-5000 (AUTOVON
487-5811).

PAUL T. RINGENBACH, Colonel, USAF WALTER E. DRISKILL, Ph. D.
Commander Chief, Occupational Analysis Branch
USAF Occupational Measurement USAF Occupational Measurement
Center Center
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SUMMARY OF RESULTS

1. Survey Coverage: The 811XX career ladders were surveyed at the,

request of the USAF Security Police Academy, Lackland AFB, Texas. A
combined job inventory was administered worldwide between July an,*
December 1983. The 6,390 respondents comprising the final sample included . -

3,955 members holding DAFSC 811X0 (76 percent of the eligible assigned
personnel), 1,794 airmen reporting DAFSC 811X2 (78 percent of the eligible . -

assigned personnel), 410 respondents holding DAFSC 811X2A (54 percent of
the eligible assigned personnel), and 231 NCOs reporting DAFSC 81199/CEM
Code 81100 (63 percent of the eligible assigned personnel). The overall
811XX career field, as well as all using major commands, were well repre-
sented in the survey sample.

2. Specialty Jobs: Five clusters and 14 independent job types were identi-
fied in the career ladder structure analysis. Four clusters and 13 of the
independent job types were involved in the performance of various technical
security and law enforcement duties of the career ladders involved. The
remaining cluster was oriented toward supervisory, managerial, and staff-type
work, while the remaining individual job group was committed to training
functions.

3. Career Ladder Progression: In both career ladders and the A-shred, 3-
and 5-skill level jobs were primarily technical, with little responsibility for
supervision or management. Supervisory, training, and administrative func-
tions became the more dominant characteristics of the 7-skill level jobs in each
ladder, although a variety of technical tasks were still performed. Nine-skill
and CEM Code level personnel were performing a predominantly staff-type job -
and are the primary managers in the career field.

4. AFR 39-1 Specialty Descriptions: Descriptions for the 811X0 ladder and
the Superintendent level were found to be complete and to accurately portray
the nature of the jobs. Some adjustments are suggested for the 811X2/A
descriptions which will improve their accuracy.

5. Training Analysis: The STS for each career ladder is generally
supported by survey data. Both the 811X0 and 811X2/A documents do
require some review for possible adjustments to proficiency codes and the
extent of coverage of some elements. Review of the tasks not referenced to
these documents indicates that neither STS covers the armory function tasks
performed by 811XX personnel. POIs for the 811X0 and 811X2 ABR courses
are generally supported by survey data, but each contains two units of
instruction which require review due to the low percentage of first-term
airmen performing tasks trained.

6. Implications: The current classification structure is clearly supportedby survey data. The training system supporting the field is functioning well

generally, although some adjustments should be considered. Job satisfaction
indicators for 811X0 personnel are extremely low (although up from the 1974
study findings), and the specific circumstances contributing to this dissatis-
faction need to be identified and receive the attention of career field
managers and supervisory personnel.

Nis ..-
* - . .. .* . . . . -. .. . .. .. . .. .. ...... ... .... . ... .... ..... , .... .. ..... .. .. ...........



OCCUPATIONAL SURVEY REPORT
SECURITY POLICE CAREER LADDERS

(AFS 811XX)

INTRODUCTION

This is a report of an occupational survey of the Security (AFSC 811XO)
and Law Enforcement (AFSCs 811X2/A) career ladders completed by the
Occupational Analysis Branch, USAF Occupational Measurement Center, in
November 1984. The survey was requested by the 3250 Technical Training
Wing (ATC), Lackland AFB, Texas, to evaluate the effect that ongoing
changes in the operational concepts of the Security Police career ladders may
have on current training programs. Previous survey results pertaining to
the Security Police career field were published in 1968, 1974, and 1979.

',/

Background

The Security career ladder, AFSC 811X0, was originally established in
1951 as AFSC 961X0, Air Police. In 1954, the AFSC was changed to 771X0;
then in 1967, the current AFSC designation and title were assigned. In 1971,
the security and police functions were divided into two career ladders, with
AFSC 812X0 assigned to designate the new Law Enforcement career ladder.
In 1976, the Law Enforcement AFSC was changed to the current 811X2. When
the Corrections specialty, AFSC 811X1, was deleted in 1977, the duties and
responsibilities of that AFSC were shifted to and remain a part of the current
811X2 career ladder.

The A shred, which identifies personnel who are qualified to perform
their duties utilizing military working dogs, has been a part of the overall
police career field since 1966. Until 1981, both 811X0 and 811X2 career
ladders had an A shred authorized; however, the shred was deleted for the
811XO specialty in 1981 (a decision which was supported by 1979 OSR data
reflecting commonality) and is now limited to use by Law Enforcement trained
personnel.

Both career ladders and the A shred are included under a common
Superintendent level AFSC (81199, Security Police Superintendent) and Chief
Fnlisted Manager (CEM) Code (81100, Security Police Manager).

As described in AFR 39-1 specialty descriptions, personnel in the 811XO
carver ladder are responsible for guarding Air Force weapons systems; armed
responses in defense of Air Force installations; protecting personnel, equip-
ment, and facilities; performing local base ground defense; and providing
support to security police personnel engaged in law enforcement emergencies.
IPersonnel in the 811X2 specialty are responsible for maintaining law and order

A111PROVED FOR PUBLIC RELEASE; DISTRIBUTION UNLIMITED •'
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(such as traffic operations and investigations of crimes and incidents); per-.
forming corrections or detention functions; and providing support to security
police personnel engaged in emergency security operations and local base
ground defense functions. Additionally, 811X2 airmen awarded the A shred
are also responsible for the training, care, and proper utilization of military
working dogs.

Primary entry into these career ladders is from Basic Military Training
School (BMTS) through a Category A, 6-week, 2-day formal training course
for 811XO personnel (3ABR81130-002) and a Category A, 6-week, 3-day formal
training course for 811X2 airmen (3ABR81132-001). Additionally, personnel in,
the Law Enforcement specialty selected for the A shred (Military Working Dog'.
Qualified) attend a follow-on training course of 6 weeks and 3 days
(3ALR81132A-001). Entry into the 811XX career field requires an Armed
Forces Vocational Aptitude Battery (ASVAB) general score of 30 for 811X0
airmen and 35 for 811X2/A personnel. Each of the formal training courses
discussed above is conducted at Lackland AFB, Texas.

Since this report encompasses two career ladders and a shred with
different responsibilities, Specialty Training Standards, and training courses,
the report is divided into five sections. The first section deals with the
career ladder structure utilizing the total sample of 811X0, 811X2, and 811X2A
personnel. Sections II, III, and IV discuss the separate ladders and shred,
including such topics as: (1) comparison of pertinent job structure and other
survey data with career ladder documents such as APR 39-1 Specialty
Descriptions, Specialty Training Standards, and Plans of Instruction; (2)
analyses of Total Active Federal Military Service (TAFMS) and Duty Air Force
Specialty Code (DAFSC) groups; and (3) analyses of major command
(MAJCOM) groups. Section V contains a comparison of current survey data
with previous survey data and the implications of the survey results.

II

2
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SURVEY METHODOLOGY

3
Inventory Development

The data collection instrument for this occupational survey was USAF Job
Inventory AFPT 90-811-531, dated February 1983. A tentative task list was
prepared after reviewing pertinent career ladder publications and directives,
tasks from the previous survey instrument, and data from the last occupa-
tional survey report (OSR). The task list was then evaluated in the field
through personal interviews with subject-matter specialists in operational units
and at the Security Police Academy. Further, the survey instrument was
forwarded to each major command utilizing significant numbers of 811XX
resources for their technical review and comments by additional senior

I subject-matter specialists in the career ladders. The resulting job inventory
contained a comprehensive listing of 666 tasks grouped under 17 duty
headings and a background section containing such information as grade,
duty title, time in service, job satisfaction, functional assignment, air base
ground defense responsibilities, and weapons, equipment, and tactics used.

Survey Administration

'rom July through December 1983, Consolidated Base Personnel Offices
(CBPO) in operational units worldwide administered the inventory to job
incumbents holding DAFSC 811XX. These job incumbents were selected from
a computer-generated mailing list obtained from personnel data tapes main-
tained by the Air Force Human Resources Laboratory (AFHRL).

Lach individual who completed the inventory first completed an identifi-
cation and biographical information section and then checked each task
performed in their current job. After checking all tasks performed, each
member then rated each of these tasks on a 9-point scale showing relative
time spent on that. task, as compared to all other tasks checked. The ratings
ranged from one (very small amount time spent) through five (about average
time spent) to nine (very large amount time spent).

To determine relative time spent for each task checked by a respondent,
till ol an incumbent's ratings are assumed to account for 100 percent of his or
her time spent. on the job and are summed. Each task rating is then divided

* by the total task ratings and multiplied by 100 to provide a relative percent-
age of time for each task. This procedure provides a basis for comparing
tasks in terms of both percent members performing and average percent time
spent.

3
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Survey Sample

Personnel were selected to participate in this survey so as to ensure an
accurate representation across major commands (MAJCOM) and paygrade
groups. Due to the large numbers of assigned 811XX personnel, a stratified
random sample process was used to select survey participants. While
approximately 20 percent of the assigned airmen in the 811XO and 811X2
ladders were identified as eligible for survey participation, larger percentages
of A-shred (50 percent) and 81199 and 81100 personnel (66 percent) were
selected. This was done to assure an adequate number of booklet returns
from the much fewer numbers in those groups. Table 1 reflects the percent-
age distribution, by major command, of assigned personnel in the career
ladders as of April 1983. Also listed in this table is the MAJCOM distribution
of survey respondents in the final sample. The 6,390 respondents in the
final sample represent 17 percent of the total assigned 811XX personnel.
Table 2 reflects the paygrade group distribution, while Table 3 lists the
sample distribution by TAFMS groups (note the large percentages of per-
sonnel in the first-enlistment groups for each ladder and shred). As
reflected in these tables, the survey sample is a very good representation of
the career ladder population.
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Task ector Administration

While most participants in the survey process completed a job inventory,
selected senior 811XX personnel were asked to complete booklets rendering
judgments on task training emphasis (TE), weapons, equipment, and tactics
training emphasis, and task difficulty (TD). Tlfe TE and TD booklets were
processed separately from the job inventories. The rating information is then
used in a number of different analyses discussed in more detail elsewhere in
the report.

Task Difficulty (TD). Each individual completing a task difficulty
booklet was asked to rate all of the tasks on a 9-point scale (from extremely
low to extremely high) as to the relative difficulty of each task in the inven-
tory. Difficulty is defined as the length of time required by the average
member to learn to do the task. Task difficulty data were independently
collected from 160 experienced 7-skill level 811XX personnel stationed world-
wide (see Table 4 for a display of rater distribution by command). While
SAC appears to be slightly underrepresented and ATC slightly overrepre-
sented in overall percentages, interrater agreement is not adversely affected.
All raters were asked to assess the difficulty of tasks with which they were
familiar, regardless of career ladder orientation of the task. Four separate
sets of TD data were analyzed. These included TD data as rated by
respondents of all three career ladders combined (160 members) and data for
each career ladder separately as rated by members of each specific specialty
(58 AFSC 811X0 raters, 68 AFSC 811X2 raters, and 34 AFSC 811X2A raters).
The interrater reliability (as assessed through components of variance of
standard group means) for the combined 811XX raters was extremely high at
.98. Taken separately, the interrater reliability was .94 for 811XO personnel,
.96 for 811X2 personnel, and .90 for 811X2A raters. These findings suggest
that task difficulty ratings may be used together or independently. Ratings
were adjusted so tasks of average difficulty have ratings of 5.00. The
resulting data are essentially a rank ordering of tasks indicating the degree
of difficulty for each task in the inventory.

Job Difficulty Index (JDI). After computing the combined 811XX task
* difficulty index for each task item, it was then possible to compute a Job

Difficulty Index (JDI) for the job groups identified in the survey analysis.
This index provides a relative measure of which jobs, when compared to other
jobs identified, are more or less difficult. An equation using the number of
tasks performed and the average difficulty per unit time spent (ADPUTS) as
variables are the basis for the JDI. Thus, the more time a group spends on
difficult tasks, and the more tasks they perform, the higher the JDI for that
group. The index ranges from 1.00 for very easy jobs to 25.00 for very
difficult jobs. The indices are adjusted so the average job difficulty index is
13.00.

Task Training Emphasis (TE). Individuals completing task training
emphasis booklets were asked to rate tasks on a 10-point scale (from no
training required to extremely heavy training required). Training emphasis
is a rating of which tasks require structured training for first-term
personnel. Structured training is defined as training provided at resident
technical schools, field training detachments (FTD), by mobile training teams

8
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(MTT), lorrit,; U)J , or any other organized training method. Training
emphasis data were independently collected from experienced 7-skill level

i personnel (69 AFSC 811X0 raters, 64 AFSC 811X2 raters, and 33 AFSC
81IX2A raters) stationed worldwide (see Table 4). The interrater reliability
(as assessed through components of variance of standard group means) was
.07 for 811X0 raters, .97 for 811X2 raters, and .95 for 811X2A raters. This
indicates that within each career ladder there was very high agreement among
raters as to which tasks required some form of structured training and which
did not. In the 811X0 specialty, tasks rated high in training emphasis had
ratings of 3.56 or above. Tasks rated high in training emphasis for the
811X2 career ladder had ratings of 3.80 or above, while in AFSC 811X2A,
ratings of 3.54 or above are considered high in training emphasis.

We apons,__qurpment, and Tactics Training Emphasis. Along with the
ratings on [asks, data were also gathered on the training emphasis required

on weapons, equipment, and tactics used by 811XX career field personnel.
While similar in many respects to the task training emphasis rating process
discussed above, there were variations that merit discussion. Security Police
training personnel compiled a listing (later validated in field reviews) of
various types of weapons (i.e., M-16 Rifle; M-203 Grenade Launcher), equip-
ment items (i.e., Gas Masks; Breath Analyzers), and tactics (such as Low
Crawl; Vehicle Search) on which they wished to capture data. Individuals
responding to the booklets containing these items were advised that training
emphasis is a rating of which items, in their judgment, require training in
basic resident technical training courses. They were further advised, "In
making your judgments on items to be trained and their priority, consider
da-to-day, continge ncy, and eme cy operations". Respondents were then
as ed to rate each item on a 10-point scale (from no basic resident training
needed to extremely high basic resident training emphasis). Weapons, equip-
ment, and tactics TE data were independently collected from 70 highly
experienced AFSC 81199 and GEM Code 81100 personnel stationed worldwide
(see 'tabie 5 for a display of rater distribution across commands). The
interrater reliability for the raters on these items was extremely high (.97),
indicating that. there was very high agreement among raters as to which items
required basic resident technical training for personnel entering the Security
Police career field. Items rated high in training emphasis have ratings of
7.20 or above, with an average training emphasis of 3.54. Appendix B
:ontains a series of tables displaying emphasis ratings by categories of items,

with percent ot first-term personnel from each career ladder responding to
,(ACh I I(,n.

hk'n Li ('d in conjunction with other factors, such as percent members
pertorming, the task difficulty and training emphasis ratings discussed above
Can lprovide an insight into training requirements. Such insights may help
validte lengthening or shortening portions of instruction supporting various
AI'SC needed knowledges or skills on tasks or on weapons, equipment, and
taulics item"'.



TABLE 4

COMMAND DISTRIBUTION OF ALL 811XX
TASK DIFFICULTY AND TRAINING EMPHASIS RATERS

PERCENT OF
7-SKILL LEVELS PERCENT OF TASK PERCENT OF TRAINING

AJCOM ASSIGNED DIFFICULTY RATERS EMPHASIS RATERS

SAC 33 26 33

USAFE 17 19 12

TAC 14 13 15

MAC 10 11 10

PACAF 6 5 6

ATC 10 16 15

AFSC 4 4 3

AFLC 2 3 4

OTHER 4 3 2

TOTAL 100 100 100 - l

I 0
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TABLE 5

COMMAND DISTRIBUTION OF WEAPONS, EQUIPMENT,
AND) TACTICS TRAINING EMPHASIS RATERS

PERCENT OF
81199/81100 PERCENT OF

COMMAND ASSIGNED RATERS

SAC 36 37

USAFE 14 14

TAC 13 14 .

MAC 10 12

PACAF 8 7

ATC 7 7

AFSC 3 3

AFIXC 2 3

OTHER -7 3

TOTAL 100 100



SECTION I

SPECIALTY JOBS
(Career Ladder Structure)

A key aspect of the USAF occupational analysis program is to examine
the functional structure of the career ladders involved. The tasks performed
by career ladder personnel are examined and job groups are formed based on
the similarity of task performance. This structure, as defined by tasks
performed, is then compared to official career ladder documents. This
analysis of actual jobs performed is made possible by the use of the Compre-
hensive Occupational Data Analysis Program (CODAP). This job information
is used to examine the accuracy and completeness of career ladder documents
(AFR 39-1 Specialty Descriptions and Specialty Training Standards) and to
formulate an understanding of current utilization patterns.

Each person in the survey sample performs a set of tasks called a Job.
A group of personnel who perform many tasks in common, and spend sim--ar
amounts of time performing these tasks is called a Job Type or Subcluster.
Job types or subclusters having a substantial degree osimi arity are grouped
and called a Cluster. Those specialized job types too dissimilar to fit within
a cluster are labeled Independent job Types.

Overview of Specialty Jobs

Structure analysis identified 2 functional areas, 5 clusters, and 14
independent job types within the survey sample. Four of the clusters were
formed primarily of personnel from a specific specialty, while the fifth cluster
was formed based on performance of tasks common to management and staff
functions and included airmen from each of the 811XX specialties surveyed.
Many of the independent job types also contained representation from more
than one career ladder. While some jobs are performed by personnel from
more than one specialty, for the vast majority of the survey sample, ladder
distinctions are clear and these AFSC-specific groupings indicate that the
specific career ladders generally perform separate and distinct jobs.

Based on task similarity and relative percent time spent, the best divi-
sion of jobs performed by 811XX personnel is illustrated in Figure 1. Each
cluster, subcluster, and job type is listed below. The group (GRP) number

" shown beside each title is a reference to computer printed information. The
letter N stands for the number of personnel in the group.*

* The N for a cluster will not always equal the sum of the groups within the

cluster since only major job variations are examined in detail.

12
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LAW ENFORCEMENT FUNCTIONAL AREA

I. LAW ENFORCEMENT PERSONNEL CLUSTER (GRP179, N=1,167)

A. Patrolmen and Installation Entry Controllers (GRP686,
N=589)

B. Law Enforcement Flight Chiefs (GRP783, N=278)
*C. Desk Sergeants (GRP543, N=49)
*D. Intermediate Headquarters Elite Guards (GRP78O, N=32)

F. Investigators (GRP496, N=103)

if. MILITARY WORKING DOG (MWD) HANDLER PERSONNEL CLUSTER (GRP241,
N=350)

A. Patrol and Detector Dog Handlers (GRP83l, N=219)
B. Patrol Dog Handlers (GRP778, N=38)
C. MWD Trainers and Supervisors (GRP827, N=64)

111. KENNEL SUPPORT SPECIALISTS (GRPO72, N=37)

SECURITY FUNCTIONAL AREA

IV. AIRCRAFT AND MUNITIONS SECURITY PERSONNEL CLUSTER (GRP243,
(N=1 ,602)

A. Emergency Service Team (EST) Members (GRP431, N=32)
B. Area Sentries (GRP315, N=204)

*C. Area Supervisors and Response Force Leaders (GRP578,
N=229)

D. Area Sentries and Response Force Team Members (GRP595,
N=7 12)

E. Security Controllers (GRP439, N=119)
F. Alarm Systems Monitors (GRP658, N=186)

V. MISSILE SECURITY PERSONNEL CLUSTER (GRP186, N=403)

A. Missile Response Force Personnel (GRP638, N=181)
B3. Security Escort Team (SET) Members (GRP628, N=85)

C. Flight Security Controllers (GRP3l2, N=108)

*Vi. KEYS AND CODES CONTROLLERS (GRP492, N=22)

VII. ARMORERS (GRP339, N=205)

Vill. AIR BASE GROUND DEFENSE (ABGD) PERSONNEL (GRPI39, N=362)
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OTHER JOBS

IX. ELITE GATE GUARDS (GRP399, N=38)

X. MILITARY CUSTOMS INSPECTORS (GRP694, N=19)

XI. MANAGEMENT AND STAFF PERSONNEL CLUSTER (GRP132, N=508)

A. Branch and Section Supervisors (GRP245, N=317)
B. Quality Control and Inspection NCOs (GRP273, N=96)
C. Arms and Equipment NCOs (GRP277, N=52)

XII. SECURITY FLIGHT CHIEFS (GRP157, N=365)

XIII. TRAINING PERSONNEL (GRP159, N=157)

XIV. PLANS AND PROGRAMS NCOs (GRP253, N=12)

XV. INFORMATION SECURITY PROGRAM PERSONNEL (GRP195, N=78)

XVI. CRIME PREVENTION AND RESOURCE PROTECTION PERSONNEL (GRP433,
N=65)

XVII. CORRECTIONS OR DETENTION PERSONNEL (GRP265, N=79)

XVIII. REPORTS AND ANALYSIS SPECIALISTS (GRP244, N=42)

XIX. PASS AND REGISTRATION PERSONNEL (GRP185, N=90)

Eighty-eight percent of the respondents in the sample perform jobs
generally equivalent to the 5 clusters and 14 independent job types listed
above. The remaining 12 percent were performing tasks or series of tasks
that did not group with any of the defined job groups. Some of the job titles
given by respondents which were representative of these personnel included
Supply Clerk, Mobility Equipment Custodian, and Squadron Scheduler.

Group Descriptions

The following paragraphs contain brief job descriptions of the clusters
and independent job types identified through the career ladder structure
analysis. Selected background and job satisfaction data are provided for
those groups in Tables 6 and 7. Representative tasks for all clusters, job
types within the clusters, and independent job types are contained in
Appendix A.

1. LAW ENYORCEMENT PERSONNEL CLUSTER (GRP79). This cluster
-of 1,167 airen (second largest group in the car I & der structure) repre-

sents 18 percent of the survey sample. Consisting primarily of 811X2 career
ladder personnel (90 percent of the group), 58 percent of the incumbents
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GRP KENNEL SUPPORt
7 SPECIALISTS (Nw37)

TOTAL SAMPLE jdRP* KEYS AND CODES

(N-6,390)49 CONTROLLERS (4-22)

RP PASS AND REGISTRATION
85 PERSONNEL (N-90)

K ~ REPORTS AND ANALYSIS
SPECIALISTS (N,42)

RP CORRECTIONS OR DETENTION

PERSONNEL (N-79)

CRIME PREVENTION AND
GRP RESOURCE PROTECTION

3 PERSONNEL (N-65)

GRP INFOF4ATION SECURITY
195 PROGRAM PERSONNEL (N-78)

RP PLAN4S AND PROGRAMS

53 NCOS (N-12)

GRP TRAINING PERSONNEL

(SFIURE 1 159 (N-157)

8XXCAREER LADDER STRUCTURE GRP SECURITY FLIGHTBlxx157 CHIEFS (N-365)

GRP MANAGEMENT AND STAFF
132 PERSONNEL CLUSTER (N*5D8)

GRP MILITARY CUSTOMS
694 INSPECTORS (N-19)

R ELITE GATE GUARDS

39 N-38)

GRP AIR BASE GROUND DEFENSE
139 (ABGD) PERSONNEL (N-362)

GRP ARMORERS
39 (N=205) SECURITY

MISSILE SECURITY FUNCTIONAL
GR PERSONNEL CLUSTER AE

L186 (N-403)

GRP AIRCRAFT & MUNITIONS
243 SECURITY PERSONNEL

CLUSTER (N-1,602)

E CLUSTER
M ILITARY WORKING DOGLA

NDEPEDENTGRP (MWD) HANDLER W
'IDPNET241 PERSONNEL CLUSTER (N-350) ENFORCEMENT

JOB TYPE FUNCTIONAL
GRP LAW ENFORCEMENT AREA
179 PERSONNEL CLUSTER

(N-1,.167)
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