
Statement of

Name of witness:

Date of birth:

QUEENSLAND POLICE SERVICE

STATEMENT OF WITNESS

Occurrence #:

Statement no.:

WILSON. Paul Anthonv
Age: Occupation: Assistant Commissioner of Police

Police officer taking statement

Name of police offrcer:

Rank: Reg. no.:

Station:Region/Command/Division:

Statement:

Paul Anthony Wilson states:-

I am an Assistant Commissioner of Police (A/C) presently the 'officer in charge' (OIC) of the South

Eastern Police Region (SER) with my office located in the Surfers Paradise Police Centre (SPPC), Ferny

Avenue, Surfers Paradise Gold Coast. I assumed command of SER on Monday the22 September 2008.

Prior to SER command I was the Assistant Commissioner in charge of the Northern Police Region (NR)

with my office located in Townsville. I assumed command of the NR on Monday the 12 March 2007 '

I joined the Queensland Police Department as a police cadet on 14 January 1974 and was inducted as a

Constable on 13 December 1974. After my initial first year of service at Moorooka police station I was

transferred to Mount Isa police station in December 1975, commencing duty there in early January 1976.

I commenced my plain clothes career relieving at the Mount Isa Criminal Investigation Branch (CIB) in

September 1976 and continued to perform temporary plain clothes duties until my appointment as a

permanent plain clothes constable in 1979. Whilst stationed at the Mount Isa CIB I performed all duties

associated with a very busy provisional city CIB. In December 1979 I was transferred to the then

Brisbane Metropolitan CIB.
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CONTINUED STATEMENT OF: WILSON, Paul Anthony

In January 1980 I commenced duty at the Homicide Squad and in January 1981 I commenced duty at the

Break and Enter Squad. In December 1981 I was transferred to the Redcliffe police district and until

December I982I performed detective's duties at the Redcliffe and Caboolture CIB's.

In December 1982I was transferred to the Proserpine CIB in the Mackay police district, this being a one

person CIB and I commenced duties at Proserpine in January 1983. This position was upgraded to

Detective Sergeant in 1985 and I was successful in obtaining the position and commenced duties as the

Detective Sergeant OIC in early 1986 at Whitsunday CIB (renamed from Proserpine).

At the time of my promotion to Detective Sergeant First Class in early 1991 as the OIC Mackay District

CIB, Mackay police district, the Whitsunday CIB had increased from 2 to 4 full time detectives. As the

OIC of the Mackay District CIB I was 'in charge' of the detectives in Mackay city, both CIB and then

JAB and district intelligence officers. I was also in charge of the other district detectives at Sarina,

Moranbah, Bowen and Whitsunday.

ln December 1991 I was promoted to Detective Senior Sergeant and took command of the Sunshine

Coast District CIB in the Sunshine Coast police district. My office was at Maroochydore district

headquarters and I was in charge of the detectives at Noosa, Maroochydore, Nambour, Kawana,

Caloundra, Landsborough and initially Caboolture. In early 1995 I was promoted to Inspector.

In April 1995 I commenced duty as a Regional duty officer (Inspector) in the Metropolitan North Region

(lvtNR) and later that year I commenced duty as the Project officer for the Assistant Commissioner MNR.

In September 1996I commenced duty as the Divisional Commander'in charge'of the Fortitude Valley

police division within the MNR. I remained in that position until early 2002 when I was promoted to

Superintendent District Officer (DO) North Brisbane police district (NBD) MNR.

As the DO NBD my office was at the Boondall police complex and I remained in this position until being

promoted to Detective Chief Superintendent Operations Coordinator at State Crime Operations Command

(SCOC) taking up this position in January 2005. I remained in this position until I was promoted to
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CONTINUED STATEMENT OF: WILSON, Paul Anthony

In summary my 36 year policing career to date has been as a detective, district officer, operations

coordinator and regional assistant commissioner. I been stationed at 6 provisional city CIB's, been the

OIC of 3, major squads within the then metropolitan CIB, operations coordinator - detective in charge of

state crime operations command, district officer at Fortitude Valley and North Brisbane and regional

assistant commissioner 'in charge' of NR and SER police regions. I have successfully completed all

internal QPS police studies for promotion and appointment to these positions and ranks. I have also

successfully completed external tertiary studies whilst performing these duties throughout the State.

The SER has three police districts and a regional command providing community policing to the local

governments of Gold Coast, Logan and Scenic Rim. The geographical area is from the QueenslandA{ew

South Wales border to Eight Miles Plains in the north and west of Beaudesert towards Boonah in the

Ipswich police District SR.

Please find attached the organisational charts and maps for the SER:

ANNEXURE 1

The SER has a total staff of 1736 - 1442 swomofficers and 294 staff members.

Regional Command - 159 sworn staff and 83 staff members.

Gold Coast District - 632 sworn staff and 107 staff members.

Logan District - 473 sworn staff and 88 staff members.

Coomera District - 178 sworn staff and 16 staff members.

As the Assistant Commissioner in charge of SER I am responsible for planning, organising,

administering, coordinating and controlling all activities within SER within the guidelines established by

the Services strategic plan. I am also responsible for the provision of effective law enforcement within

SER consistent with the objectives and polices of the QPS.

I currently have an annual budget of $136.9m. In the 2009110 year 94.25oh of the budget was for salaries.

Prior to taking up duties as the Assistant Commissioner SER on the 22 September 2008, I had not been

in the ̂ SER during my career but I had conducted a number of criminal investigations that
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
involved investigations in both the Logan and Gold Coast police districts. As the Detective Chief

Superintendent Operations Coordinator SCOC from 2005 to early 2007 | was responsible for the over

viewing of investigations into all organised and major crime within the State and during this period a

number of these investigations occurred in the Gold Coast police district.

When Commissioner Atkinson advised me of my reassignment from NR to SER, he also directed that I

obtain a copy of the Crime and Misconduct Commission (CMC) (in confidence) publication, Enhancing

integrity in the Queensland Police Service (April 2008), which I did and duly read. I also met with

Assistant Commissioner Felix Grayson the then QPS A/C attached to the CMC. We discussed the CMC

Project Castella which was now codenamed Project Grinspoon, Grayson had been authorised by the CMC

to confidentially inform me of certain aspects of Project Grinspoon.

A/C Grayson had previously been the Detective Chief Superintendent at the CMC when I was the

Detective Chief Superintendent at SCOC and we jointly overviewed some investigations into organised

and major crime. In July 2009 NC Grayson retired and A/C Peter Barron cofirmenced as the QPS NC at

the CMC. Barron continued tb confidentially brief me on Project Grinspoon and at 7.30arn Sunday 3l

January 2010 A/C Barron briefed me on the visitations by the CMC at three Gold Coast police

establishments and two private residences, Operations Tesco had commenced.

Upon receipt of that advice from A/C Barron I immediately returned to duty and took up the CMC

investigators at the SPPC and directed that all necessary assistance be given. I also took up the Gold

Coast Police District Officer Superintendent Jim Keogh and we visited the Surfers Paradise police station

and the Burleigh Heads police station where the detectives from the Gold Coast District Southern

Investigation Group (SIG) operate from. In the months since these visitations in January 2010 my staff

and I have fully cooperated with the CMC during the closed hearings concerning Operations Tesco.

Just prior to and since taking up command of SER on 22 September 2008 as a result of confidential

briefings, personal knowledge, SER regional and district briefings I commenced a number of initiatives to

identiff, prepare and enhance the Region in particular the Gold Coast police district operationally, risk

and financial management, media and ethical practices. As well as attending to the very busy day to day

operations of the region and the upcoming annual major public events my first major project was the

creating of the new Coomera police district which had been in planning for 5 years. In October 2008 I

irected to review the existing proposed Coomera District plan and develop an entire new plan by

t
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
January 2009. The new plan was developed on time and approved by the QPS Board of Management and

the new Coomera police district commenced on the 7 November 2009.

After taking command of SER in conjunction with my management team I commenced to implement a

number of initiatives and key personnel appointments:

Five new SER senior management positions for detectives - One (1) Detective Superintendent, Regional

Crime Coordinator (RCC), three (3) Detective Inspectors, two (2) Gold Coast District, one (1) Logan

District and one (1) Detective Senior Sergeant for Coomera District. These appointments have been vital

to achieving the changes required in the respective plain clothes policing area.

A Regional Media Management Plan implemented to negate allegations of favouritism in the Gold Coast

District.

Please find attached SER media management policy:

ANNEXURE 2

Strategic Criminal Intelligence assessment of the Gold Coast District has been completed and is subject to

resular review.

New crime investigative partnerships have been developed with State Crime Operations Command,

CMC, Australian Federal Police, New South Wales Police and ACC. To date these new crime

investigative partnerships had been achieving excellent results.

Decentralising Gold Coast District Criminal Investigation Branch away from the current Southern

Investigative Group (Burleigh Heads) and Northern Investigative Group (Surfers Paradise) was

commenced. Detectives are now located at Coolangatta, Broadbeach, Southport and Runaway Bay police

stations as well.

A review of the current organisational structures and investigative practices within the Gold Coast police

district was completed July 2010 -Project ABEO. Review approved by Commissioner in May 2009-
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
In November 2009 the new Coomera Police District commenced operation within the SER. The

establishment of the Coomera District did impact upon the Gold Coast CIB/CPru due to decentralisation

of staff into this new district.

A review of the Gold Coast CIB and CPIU revealed that there were low numbers of the following; covert

operations, registered police human sources (informants) as well as applications for confiscations of

profits from crime.

A review of the SER Risk Management systems identified a need for the implementation of new policy

and associated risk management processes, associated with district risk management within the Region.

Please find attached the SER policy - risk management systems:

ANNEXURE 3

A review of SER Financial Management systems was conducted resulting in the commencement of new

regional/district financial management polices and processes for the 20l0ll1 financial year.

Please find attached the SER policy - financial management systems:

ANNEXURE 4

Dangerous Liaisons, A report arising from a CMC investigation into allegations of police misconduct

(Operation Capri) - July 2009 resulted in specific QPS Dangerous Liaisons Training and this commenced

in SER in December 2009 and I personally opened and attended the l't session at the Surfers Paradise

police station.

During 2009 and 2010 I authorised the purchase of a large number of wireless computer connections so

key supervising officers could have 2417 access to police occurrences. This access has been extremely

popular amongst all regional supervisors as it allows them 2417 access to the QPS data base to supervise

activities remotely.

On Monday lgth April 2010 the Chairperson, Crime and Misconduct Commission, Mr Moynihan AO QC

and senior CMC staff visited the Surfers Paradise police station for a discussion with local police

management and toured the station. Commissioner Atkinson also attended. Afterwards Mr Moynihan,

Commissioner Atkinson and senior CMC staff attended my office at the SPPC and received a lengthy

tation from me on a range of policing issues in SER particularly the Gold Coast concerning

(w
I
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
operation Tesco. Other senior officers present who assisted were Chief Superintendent Holland,

Superintendent Keogh and Inspector Haslam.

Please find attached the Agenda and PowerPoint presentation - CMC Chairpersons visit to SER on

19 Apri l2010:

ANNEXURE 5

A new SER Plain Clothes Occurrence Sheet System was introduced in June 2010. This system delivers

the ability to provide a greater accountability, enabling instant 24hr risk management of occurrences, the

ability to automatically generate monthly work performance sheets and incorporates a record

management and search capability. The Regional IT Manager has played a very valuable role in

developing this system and others.

Please find attached the SER plain clothes occurrence sheet system:

ANNEXURE 6

During 2009 the Plain Clothes Development Program was introduced throughout the Region in all plain

clothes units. The RCC and District Detective Inspectors have played a very valuable role in developing

this package.

Please find attached the SER plain clothes development program:

AI\NEXURE 7

During 2009 a Local Area Performance Review was introduced in SER for all Offrcers in Charge of

stations and establishments. Chief Superintendent Hollands Operations Coordinator SER has been

responsible for the development and implementation of this performance review which has been very

well received by OIC's and DO's in SER.

Please find attached the SER local area performance review:

ANNEXURE 8

Training packages have been developed with the aim of 'enhancing integrity'. These packages are

tailored for specific groups - Constables, Senior Constables, Sergeants and Senior Sergeants also

including all plain clothes staff. Training will be delivered by local Commissioned Officers - Inspectors

and will be compulsory throughout the Region commencing in July 2010. There have been a number of

yoluntary development days to date where 'enhancing integrity' was discussed with Senior Sergeants,
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CONTINUED STATEMENT OF: WILSON, Paul Anthony

Chief Superintendent Hollands, SER Regional Education and Training, SER PPM, RCC, District

Detectives Inspectors, District Inspectors, RIO, Regional Projects Officer have all played a very valuable

role in developing these programs.

Please find attached 8 SER development workshops programs for Senior Sergeants, Sergeants,

Senior Constables and Constables, including specifically for plain clothes personnel:

ANNEXURE 9-16

Additionally, since the CMC visitations of 31 January 2010,I have personally addressed both sworn and

staff personnel within the South Eastem Region, in relation to the issues of integrity and operational

professionalism. In this regard I have conducted these sessions with these members at District and

Divisional Management Team meetings. These sessions usually were conducted over a2how period.

The following strategies and recommendations have also been implemented at Surfers Paradise police

station:

Higher level of supervision on the shifts occurring on Friday and Saturday nights, an Inspector on rotation

from District and Regional Office has been positioned within the Surfers Paradise police station on a

2200-0600hrs shift; this shift time was identihed as a high risk period.

In July 2010 I recommended to the Commissioner that new extra Senior Sergeants be appointed to

Surfers Paradise police station as a higher level of supervision on a 24 hr basis. The Commissioner

approved and announced 5 new extra duty Senior Sergeants for Surfers Paradise police station on 26

August 2010.

A proactive strategy for the transfer/secondment of staff attached to Surfers Paradise police station into

other Gold Coast and Coomera stations due to operational fatigue or excessive complaint history has been

approved. This new system was approved by QPS HR/IR and Deputy Commissioner (Regional

Operations) and commenced in August 2010 (there already have been some secondments occurring).

has played a very valuable role in developing this policy and others.

(Justice of the Peace (Qual.)/
Commissioner for Declarations's signature)

(Signature of police offi cer
preparing statement)

QP 012s of Witness Page 8 of 13



CONTINUED STATEMENT OF: WILSON, Paul Anthony

Please find attached the SER policy on the transfer/secondment of staff out of Surfers Paradise

police station:

ANNEXURE 17

The installation of an additional six (6) CCTV cameras within the Surfers paradise police station has

occurred. This now brings the total number of CCTV cameras within the Surfers Paradise police station

to twenty-six(26).

I have personally addressed the entire staff of Surfers Paradise police station, both sworn and unswom.

This included the management of the station one (l) Inspector and two (2) Senior Sergeants, eighteen

(18) Sergeants and over one hundred (100) Senior Constables and Constables. During this address

emphasis was placed on issues relating to excessive force and integrity.

All staff have been involved in these types of discussions on at least two (2) occasions, once for

'excessive force' and secondly for Operation Tesco. QPS Dangerous Liaisons training for the Gold Coast

District was also conducted at the Surfers Paradise police station during October 2009.

Morale, sick leave and work performance are closely monitored at Surfers Paradise station and generally

all are performing very well under the current circumstances.

SUPERVISION

llhat systems are in placefor determining where officers are at a given time?

Current systems include:

. resource sheets, job allocation and all radio and telephone communications at POC - welfare

checks?

o Station/section shift and patrol objectives.

. Station duty Sergeant, District Duty Officer (DDO) and Regional Duty Officer (RDO) - shift

supervision TUW crews for inspections, job advice and assist with job attendance.
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
For Detectives, part ofjob description requires them to work alone and with little or no supervision - self

motivated to develop investigations etc, type and volume of cases -objectives/preparation/investigation

determine work output and activities - DI & DSS have new 2417 occtxrence sheet access through wireless

laptop - if major incident or MIR - have separate command and direction to general duties.

Therefore detectives generally have more freedom of movements.

Only 100% system is to have GPS tracking in all police cars and all police radios.

Are there ways that ofticers cun avoid their supervisor knowing where they are at a given time? How is

this risk managed?

Yes - without GPS tracking and if an officer tells his supervisor lies or misinformation the offrcer can

hide for a short period - then shift inspections and welfare become involved so in most cases it can only

occur for a short periods unless the supervisor is part of the misconduct.

The issue is managed by duty Sgt Stn, DDO, RDO and Comco at POC - by having inspections, welfare

checks, shift and patrol objectives for each shift, briefings and debriefrngs at start and conclusion of shift.

In addition, the issue is managed through inspection of patrol logs, diaries and work performance sheets.

Have instances of the promotion of ofJicers from a Gold Coast position to a supervisory position on the

Gold Coast made for less effective supervision? If yes how can this issue be addressed?

Yes and no - depends on the officer. Selections process is on 'merit'. Never too many bad referee reports

due to policy of disclosure. Gold Coast District traditionally does not get too many applications from

outsiders. Often new officers, especially supervisors, find the lack of local knowledge hard to start with

and this combined with the very busy work demands does have problems.

Personally I believe in 'new blood' and supervisors should be transferred to a District. There they can be

moved to a number of stations in a cluster so they are not staying at Surfers Paradise for 20+years.

E.G. Manied officer in Brisbane with family, 7-8 regions/commands in which to progress career OR sell

\up 7pd 
take wife and children to Gold Coast? It just doesn't happen. Cost of living is an issue too.

)/l t t l l  ̂
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
Issue can be addressed by greater supervision of supervisors by senior management. Management have to

lead by example. Offrcer/supervisors need to be totally accountable. There is urgent need to continue to

rotate new Inspectors into SER. Accommodation is a big problem.

What role do supervisors have in changing the attitudes of staff to issues such as blue light taxis?

Critical as they set the standard. Supervisor is the gate keeper and leader of what happens locally on the

shift and has great influence on younger officers. If a supervisor doesn't know what's happening in

division, they should be given a please explain? If they continue to enforce the policy it will work.

E.G. - GCD CIB SIG - supervisors enforced new policy of no 'blue light taxis', except one officer didn't

accept new policy and tried to arrange 'b I t' with a negative result. There was a whole change in the

attitude of the detectives. The fellow detective was reported and immediately transferred out. Excellent

outcome for CIB!

If some officers on the Gold Coast are engaging in inappropriate behaviours and setting a poor

example for junior staff witt their continued presence on the Gold Coast erode morale and public

conJidence?

Yes- police morale presently is low in certain ways due to the uncertainty of the current lengthy process

by CMC & QPS together with the exaggerated media coverage and the apparent small numbers of

offences/misconduct/breach of discipline detected.

BUT operational perfofinance, arrest rate, sick leave and over all community policing is excellent as there

are still 250 persons per day appearing in the Southport Magistrates Court.

There are still high numbers of 'complaints against police', thus large number of internal investigations

for local supervisors to do.

Surfers Paradise is a very busy station normally, high number of public arrests and complaints against

police, but management at all levels has performed during the past 10-12 months and lead by example,

it's a credit to all that they are still performing at such a high level with good morale. Both team and

behaviour have been greatly influenced during this period.
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CONTINUED STATEMENT OF: WILSON, Paul Anthony

Public confidence on Gold Coast is traditionally strong towards police, mainly due to the demographics

of the population, but the actions of senior management and supervisors in my opinion are paramount at

the present time, the community will be look towards us/them for the way forward from this.

INAPPROPRIATE ASSOCIATIONS

The Commission has evidence that an Oatlaw Motorcycle Gang has been extorting money from night

clubs on the Gold Coast. If police are socialising in these clubs and greeting and being friendly with

members of these gangs pubticty does it reduce the likelihood of the public trusting police with

information to combat the criminal activity of such groups?

Yes this type of inappropriate behaviour does the QPS untold damage, BUT with the commence of Task

Force Hydra (SCOC Bikie Squad) and the new crime partnerships that have been developed by the Gold

Coast & SER CIB's there has been some very successful operations into OMCG.

It is my opinion that peer group pressure amongst the Detectives will ensure that this behaviour doesn't

reoccur.

The general public traditionally give very little information about OMCG's because of their covert nature

and the 'scare factor' they create on the community, but with the introduction of TI powers and Anti bike

club legislation, the actions of OMCG's are becoming even more covert, non confrontational and discrete

in the unlawful activities. Whilst they are still very active in the crime scene, there public profile disorder

is nothing like it was five years ago on the Gold Coast.

GIFTS AND BENEFITS

llhat guidance is given to the officers of the South Eastern Region in relation to the receipt of gifts or

beneftts?

The QPS policy on receiving and giving of gifts and benefits - QPS Financial Management Practice

Manual, Section 10.5 is explained during all recently developed leadership workshops.

itness's s (Justice of the Peace (Qual.)/
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CONTINUED STATEMENT OF: WILSON, Paul Anthony
Is it acceptable under sny circumstances for police ofticers to receive free drinks because they are

police officers?

In my view, not under any circumstances. Locally I have personally addressed the Surfers Paradise Night

Club Association and requested that they do not give free entry or free drinks to police officers at any

time on or off duty. The Association accepted my advice and agreed to report all maters of this nature to

senior police.

This year and last there have been a number of incidents where clubs have reported police

(visitors/interstate to Gold Coast) for demanding free entry and drinks at Surfers Paradise Night Clubs.

These officers were charged by local police.

CULTURE

Please outline what strategies snd initiatives have been undertaken in your region as a result of

Operation Tesco?

As per the contents of my statement and a number of initiatives listed in the annexures.

What issues are the strategies designed to address? And why do yoa believe that the strategies will be

effective in addressing the issues?

As per the leamings in the Workshop material, the material has been developed locally by respected

senior officers, delivered by them with a strong leadership commitment to change. As such it will have a

greater effect than if out sourced. Credibility is very important when effecting change with operational

police and this process, in my opinion, has this. The fact that all Senior Management including myself are

playing a strong active role and the desire of all local police to improve and there have been several good

exampres' 
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MEDIA CONFERENCES
Policy No. 01/2009

lssue Date- 22 January 2009

This policy is to be read in conjunction with

Operational Procedures Manual: s1.10.1 1 !nfq!:nq!iqn,Sa!tgl!$V lhq ne$iq{qi
p-ublic. bJ:s*.*psst

Operational Procedures Manual: s1.10.12 l$p-fngll,*n r"glp*n*$"*_by_ p-q"lipe.
seeKing.*sblig".*sg-stenp,$""in ths rn-vsstiqeliqn qf r.as!$p!:lp s"n{.'srilllss lil:espn
iincludi nUphotpgrqphe)

Queensland Police Service Administration Act 1990 section 10.1 lrnnronsr
d isclosu l"g *of i nfqrn*tion

Queensland Police Service Administration Act 1990 10.2 Authcrisnticn sf
disclosure

Queensland Police Service Media Guidelines Booklet (refer SER Media
Officer).

1.0 BACKGROUND

1.1 The Queensland Police Service (OPS) is committed to providing an
open, accountable and professional police seruice to the community.

1.2 The QPS recognises the community has a right to be informed of major
incidents and police activities, Media contact is to be expected at most
significant events and major incidents.

DISTRIBUTION LIST
For Action:
Regional Level: Chief Superintendent, Operations Coordinator, Regional Commissioned Officers and
Regional Unit and Section Managers; Regional Media Liaison Officer.

District Level: District Officer, Gold Coast; District Officer, Logan District; Divisional Commissioned
Officers; Divisional Officers In Charge; Officers in Charge, District Specialist Units.

For Information
Staff Officer to Assistant Commissioner; Support Senior Sergeant, Operations Coordinator;

For Filing:
Administration and Purchasing Officer, South Eastem Region.
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1.3 Dealings with the media can have potential benefits to policing through
the release of information or warnings, requests for assistance and
promoting Service achievements and initiatives including crime
prevention and public or traffic safety.

POLIGY

To provide media outlets with a regular scheduled opportunity to
interact with regional and district management on major incidents and
policing activities occurring in the Gold Coast District a media
conference will be held each Monday to Friday. The Conference will
only deal with South Eastern Region and primarily wil l focus on policing
activities that have occurred in the Gold Coast District in the 24 hours
preceding the scheduled conference. On each Monday it will cover the
events from the preceding weekend.

The SER Media Liaison Officer (MLO) will coordinate and facilitate the
media conferences, ensuring all necessary advice are provided to
media outlets as to arrangements and timings associated with the
conferences.

The media conference process will not limit opportunities to the
previous 24 hours operations but will allow for media outlets to seek
interviews concerning other police issues and feature stories. Any
requests for this form of media interaction are to be made to the
regional media officer who will then make the necessary arrangements
as required.

The SER MLO operates from 7.30am to 3.30pm weekdays. Outside
these hours the Media and Public Affairs Branch, Brisbane which is
available on a 24 hour basis and available on telephone (07) 3015
2444, will coordinate all media releases in accordance with
Queensland Police Service media policy guidelines.

INSTRUCTIONS

A Media conference wil l be held at 0900 hours each morning Monday
to Friday. The Media conference wil l be held at the designated Media
Conference Room situated at the Surfers Paradise Police Complex,
Ferny Avenue Surfers Paradise.

The purpose of the daily media conferences is to:

a) Provide equitable and transparent access for all accredited media
outlets to senior regional and district police managers in regard to
any major incidents, police operations, community interest and
safety messages that relate primarily to the events occurring in the

2.0

2 .1

2.2

2.3

2.4

3.0

3 ,1

3.2
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3.3

3.4

Gold Coast Police District in the 24 hours preceding the scheduled
media conference.

b) Respond to reasonable requests for interviews concerning other
police issues and feature stories arising from the events identified in
subsection (a) above.

The SER MLO will ensure all media outlets are provided with prior
advice as to the timing, scheduling and arrangements for the conduct
of the media conferences. At such time the SER MLO will also inquire
as to any 'questions on notice' which media outlets might be preposing.

Prior to the commencement of the conference the SER MLO will
provide the participating police managers with a brief on the conference
agenda and any questions on notice and response notes.

Security access to the Ferny Avenue Police Complex will be
coordinated by the SER MLO who will arrange for the necessary
temporary security visitors pass to be issued to all media
representatives attending the media conference. All media
representatives are to be signed in and out of the police complex and
are to be escorted at all times whilst entering and leaving the police
complex,

The SER MLO will ensure that all media conferences are digitally
recorded and that such recordings are:

(a) Maintained and fi led in a regionalarchive; and

(b) lmmediately upon completion of the media conference made
available to the Media and Public Affairs Branch, Brisbane.

The media conference process does not preclude:

(a) District Officers, Detective Inspectors, Regional or District Duty
Officers from participating in an 'on scene' media conference; or

(b) Officers in Charge of stations from doing local community
interest stories with local media outlets.

In any such circumstance the relevant officer should make every
endeavour to provide comment to all outlets by informing the SER MLO
or Media and Public Affairs Branch, Brisbane either prior to speaking
with the media or immediately thereafter.

ORDEB

The following regional policies are cancelled:
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24t98. Regional Media Liaison Unit.
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4.2 Compl iance

Regional Media Officers, District Officers, Detective lnspectors,
Divisional lnspectors and Officers in Charge are to ensure the contents
of this policy are brought to the attention of all members under their
control for strict compliance with the standards established by this
policy.

P WILSON
ASSISTANT COMMISSIONER
SOUTH EASTERN REGION
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ATTACHMENT SER MEDIA CONFERENCES POLICY O1I2OO9

Extracts from Operational Procedures Manual:

1.10.1 1 Information sought by the media for public broadcast

POLICY

Facts relating to occurrences of public interest may be released to the media
provided that the release of such information:

(i) does not unnecessarily disclose the personal particulars of any person
involved;

(ii) does not interfere with the proper administration of justice;

(iii) is not likely to unduly interfere with the efficient and effective discharge of
law enforcement duties; and

(iv) is not in contravention of any statute.

In the interests of promoting the support and good wil l of the public and
maintaining accountabil ity to the people of Queensland, members should be
positive in their approach to media relations by actively presenting public
information where possible rather than merely providing limited and selected
responses to occasional inquiries.

Service goals are to reduce fear and improve safety by combating crime and
protecting lives and property. These can be enhanced by positive media
coverage.

The officer in charge of an investigation or incident is responsible for
determining the nature of any information released concerning the matter.
While a general discretion exists as to what information is released, any
disclosure should be restricted to brief, factual details only,

Officers in charge of investigations or incidents may release the information
themselves, nominate another officer to pedorm this function, or request the
Media and Public Affairs Branch to release the information. This may be done
by contacting the media operations room by telephone or if not urgent through
internal email address'Police media'.

The officer in charge of the investigation, or nominated officer, is responsible
for the release of any information and subsequent conferences or interviews.

ORDER

Regardless of whether or not any criminal investigation has been instigated,
members are not to make statements which in any way assign fault or blame
to any person in respect of any incident or occurrence.
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Media and Public Affairs Branch

The Media and Public Affairs Branch provides liaison with various media
agencies and repofts directly to the Commissioner of Police. Media and public
affairs officers staff the media operations room on a twenty-four hour basis, so
that assistance is available to police at all times.

PROCEDURE

Members should refer to the 'Media guidelines for employees of the
Queensland Police Service' booklet before releasing information to the media.

Members who are in any doubt as to what information may be released to the
media should contact the Media and Public Affairs Branch for advice.

There is no defined line between what an individual officer may divulge about
an operational matter and what must be referred to the Media and Public
Affairs Branch. This is a discretionary matter for the officer in charge of the
particular investigation to determine.

POLICY

Members should promptly advise and consult with media and public affairs
officers staffing the media operations room:

(i) where any operational matter which is l ikely to be of significant media
interest;

(ii) where a major incident or incident of a protracted nature has occurred;

(iii) where comments from the media on issues of State or National interests
are requested;

(iv) where requests for television interviews are made; or

(v) prior to submitting a written article for public dissemination.

In issues of State or National interest, it is l ikely that a communication strategy
and spokespeople may already have been identif ied and the Media and
Public Affairs Branch can advise members on appropriate comment in these
situations.

PROCEDURE

lf required, officers in charge of investigations may request a member of the
Media and Public Affairs Branch to attend scenes of incidents in the
metropolitan and near metropolitan area to provide assistance in preparing
media releases and organising media conferences.
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lf required, officers in charge of investigations outside the metropolitan area
may request a member of the Media and Public Affairs Branch to attend
scenes of incidents outside the metropolitan area if the member can arrive at
the scene within a reasonable time.

In relation to major incidents, incidents of a protracted nature or incidents
likely to be of significant media interest, even if the distance to travel is
lengthy, it is recommended a member of the Media and Public Affairs Branch
be contacted to attend the scene.

Officers involved in an investigation should not direct media inquiries to the
media operations room without first ensuring the unit has all the relevant
details.

Where police request the assistance of a Media and Public Affairs Branch
member to attend an incident and they are unable to attend, see also s-
:l*l_3-.$: 'Support Functions and roles' under the heading, 'Media liaison
officer', of this chapter.

Information not to be released

ORDER

Members are not to supply information to the media which:

(i) is critical of the Service, its policies, procedures or members;

(ii) is critical of the Government, government policies or other government
departments and agencies (including the courts);

(iii) does not relate to their specific area of responsibility;

(iv) may interfere with or jeopardise a police operation or investigation;

(v) may constitute contempt of court or in any way interferes with the course
of justice;

(vi) expresses an opinion of culpabil ity;

(vii) pertains to the criminal history record, character, or reputation of a
person;

(vii i) identif ies a person's medical condition or drug taking habit;

(ix) relates to admissions, confessions or statements;

(x) relates to particulars of a serious crime which, in all l ikelihood, would only
be known to the offender:

f
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(xi) relates to any physical or forensic examination or test, or identification
line-up or the refusal by any person to submit to such tests, examinations and
line-ups;

(xii) reflects upon the credibility of a suspect or person who may be expected
to give evidence in court;

(xii i) suggests a person's guilt, state of mind, motive for committing an
offence, or the penalty which could be imposed;

(xiv) may identify any person appearing before the Childrens Court;

(xv) may identify deceased or injured persons before their next of kin have
been notif ied and consent for disclosure obtained, unless publicity is the only
effective means of tracing the next of kin;

(xvi) may identify victims of crime and witnesses without their permission;

(xvii) may identify an informant;

(xviii) may place a person's life or safety in jeopardy;

(xix) identifies a defendant charged with a prescribed sexual offence as set
out in $. ? of the Criminal Law (Sexual Offences) Act prior to the defendant
being committed for trial or sentence or otherwise identifies a defendant on
any other charges before appearance in open court;

(xx) identifies the type and value of drugs stolen from pharmacies, doctors'
surgeries, hospitals etc.

(xxi) discloses amounts of money obtained from armed hold-ups and
robberies committed on banks, building societies, TABs, service stations and
the like unless the officer in charge of the investigation believes disclosure will
assist police inquiries;

(xxii) is descriptive of security installations on premises;

(xxiii) concerns the affairs or activities of the Police Service of another State or
the Commonwealth. Such matters are to be referred to the district officer or
commissioned officer in charge who may, after consideration, release the
details sought if the matter affects the Queensland Police Service, or refer the
inquirer to the Service concerned;

(xxiv) relates to defence force incidents (e.g. defence force aircraft accidents)
or matters associated with national security, unless approval for disclosure
has been given by the agency concerned;

(xxv) reveals the intended approach of the prosecution (for example applying
for a discontinuance, ex-officio indictment appeal or adjournment);
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(xxvi) reveals the content of medical, psychological or psychiatric reports of
offenders or victims;

(xxvii) consists of images of any person unless the person's consent, or in
appropriate cases, the next of kin's consent has been obtained, or there is a
justifiable operational reason for doing so (see also $._L1,0,:13: 'lnformation
released by police seeking public assistance in the investigation of incidents
and crimes' of this chapter); or

(xxviii) is otherurise confidential.

POLICY

In accordance with the Director of Public Prosecutions (State) Guidelines, the
media should not be given copies or access to tapes of any recorded
interviews, re-enactments, demonstrations or identifications (see Ai:-Sef.Ul.iX
S,1 of  th is Manual) .

Release of information following arrest

POLICY

Following the arrest of a person, the officer in charge of the investigation or a
member nominated by that officer may release the following details only:

(i) the defendant's sex, age and suburb or town of residence. Care must be
taken to ensure that no information is issued which may directly or indirectly
identify the person;

(ii) the identity of the investigating or arresting officer; and

(ii i) the factual circumstances immediately surrounding the arrest, including
the time and approximate location.

In considering the release of information to the media under these
circumstances, members must be particularly careful of the consequences of
making public comment on matters which could jeopardise a subsequent
judicial process. lt must be remembered that the release of prejudicial
information could result in a trial being aborted with the possibility of those
who released the information being held in contempt of court.

Release of information following charging

POLICY

When prosecution action has been commenced against a person (charged
but has not yet appeared in court), the following additional details only may be
released:

(i) the general nature of the charge(s) laid;
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(ii) the court where the defendant is to appear and the date of appearance;
and

(ii i) the bail status of the defendant.

Release of information following appearance in court

POLICY

Following appearances in OPEN court, the following disclosures may be
made in addition to the above:

(i) any matters put before the presiding justice by the prosecution and defence
representatives (including name and address and other personal particulars,
wording of the charge(s) and allegations if stated). Criminal history details or
character-related submissions in support of a bail argument should not be
released; and

(ii) any decision of the court including those relating to penalty, remands, bail
applications, etc. However, no opinion should be given as to the correctness
or otherwise of any judicial decision or on the l ikely outcome of proceedings.

In responding to media requests for information of this nature, police should
not lose sight of the fact that as the appearance is in open court, members of
the public, including media representatives, are entit led to attend and hear the
details at first hand for themselves.

ORDER

Members are not to disclose details of the defendant where:

(i) a court order prohibit ing disclosure has been made by the presiding justice;

(ii) disclosure is prohibited by statute (e.g. $. 7_ Criminal Law (Sexuat
Offences)Act); or

(i i i) the defendant is a juvenile,

Members are not to disclose information about any part of a District or
Supreme Court trial that was conducted in the absence of the jury.

Release of information - coronial matters

POLICY

Members should not release information to the media, other than basic facts,
on matters likely to be the subject of a coronial inquiry. Requests for details
other than basic facts should be referred to the coroner. Media requesting
information relating to an investigation for which a Coronial inquest has been
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held should be advised to contact the Office of the State Coroner, Department
of Justice and Attorney-General (see eS*je"gt Dire*lpry).

PROCEDURE

Where it is not known that the information sought may become the subject of
a coronial inquiry, members should seek the advice of their officer in charge
or the Media and Public Affairs Branch.

POLICY

Members should refrain from expressing personal opinions, as distinct from
fact, to the media on any matter the subject of a coronial inquiry. Where a
member has expressed an opinion whilst giving evidence in a coronial inquiry
(see 9",_-Q.*..,$.0-: 

'Giving evidence in coronial inquiries' of ihis Manual), the
opinion should not be expanded upon outside the court for the information of
the media.

Release of information following a crime or incident

POLICY

Factual information about a crime or incident may be released to the media
and may include:

(i) the general nature of the crime or incident, e.g. assault, stealing, bus
accident;

(i i) the date, t ime and location of the crime or incident. Where the event
occurs at a private premises the precise location must not be disclosed to
ensure the privacy of the victim (e,9. street and suburb may be released but
not the number);

(i i i) the sex, age and suburb of the victim. Except in circumstances which
could cause embarrassment such as sexual offences (members must take
particular care that no information is released which could identify the victim);

(iv) the name of the investigating officer and section/establishment; and/or

(v) description of any suspect and any items which officers need to locate
(e,9. motor vehicles, stolen equipment, property),

Members should avoid offering opinions about incidents and occurrences
ensuring in all cases that only clearly stated facts are provided.

lssue 34 - September 2008
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1.10.12 lnformation released by police seeking public assistance in the
investigation of incidents and crimes

POLICY

The support of the general public in solving crime by releasing particulars of
offences when considered necessary should be used, provided such
disclosures:

(i) are not likely to interfere with or jeopardise the efficient and effective
discharge of law enforcement duties;

(i i) are not l ikely to compromise the proper administration of justice;

(iii) are not in contravention of any statute; and

(iv) do not unnecessarily reveal the personal particulars of any person.

Although the protection of the confidentiality of personal particulars is a
general policy principle, disclosure in this context becomes necessary for law
enforcement purposes in identifying and describing wanted persons.

The Crime Stoppers Unit at Police Headquarters has the facil i t ies and
resources to effectively receive or assist in the receipt of the feedback of
information from the public generated by media releases.

ORDER

Officers who authorise a media release which seeks information from
members of the public are to ensure that the Crime Stoppers toll free
telephone number is included in the release.

A copy of any media release is to be forwarded to Crime Stoppers prior to its
release,

Where responses to a media release are required by the investigating officer
from Crime Stoppers within twenty-four hours, such request is to be included
on the facsimile message covering sheet of the intended release.

PROCEDURE

To inform Crime Stoppers of information relating to significant events, and to
enable Crime Stoppers to elicit information from callers about significant
events which may have been released to the media, an investigating officer
should:

(i) inquire with Crime Stoppers to ensure that a copy of the significant events
computer message has been forward to Crime Stoppers by the regional duty
officer (see S..- .l$$-: 

'Responsibilities of regional duty officer, district duty
officer and shift supervisor' of this chapter);
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(i i) email a message containing any additional questions about a significant
event, which the investigating officer wishes Crime Stoppers to ask callers, to
Crime Stoppers; and

(ii i) email a copy of any information that is l ikely to be or has been the subject
of media attention to 'Crime Stoppers - Media' as soon as possible after or
pr ior  i t to being released to the media.  See also s.  1.16.10: 'Media releases
including comfits' of this chapter.

lmages (including photographic)

POLICY

The following references to the term image should be interpreted as any:

(i) photographic (including official offender identification photographs i.e,'mugshots');

(i i) videotape/print; or

(i i i) computer generated;

means of depicting persons.

Generally images, whether requested or otherwise, of any person including
victims, witnesses, suspects or defendants are not to be released unless the
person's consent, or in appropriate cases, the next of kin's consent has been
obtained, or there is a justifiable operational reason for doing so, or is
otherwise in accordance with this chapter. Operational reasons for the release
of information under sJ_0.2: 'Authorisation of disclosure' of the Police Service
Administration Act are to:

(i) be consistent with the functions of the Service outlined in s. 2.3: 'Functions

of service' of that Act; and

(ii) have a demonstrated legitimate or valid reason for such release.

The release of images or mugshots to the media for purely media
interesVentertainrnent value is not considered a valid operational reason,

PROCEDURE

The image and description of an escapee/person unlawfully at large may be
released where:

(i) the person has been imprisoned for a serious crime;

(ii) the person has a background of violence, sexual offences or child
molesting etc.; or
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(i i i) there is a l ikelihood that the person wil l commit further offences.

Comfit composite images or photographs of wanted persons may be released
where it is necessary to obtain public assistance or to warn of danger.

A person named or described should only be referred to as a person:

(i) who can assist police with inquiries (no details which may prejudice future
inquiries should be released); or

(i i) wanted for arrest if a warrant has been issued.

Officers should refer to the 'Media guidelines for employees of the
Queensland Police Service'booklet before releasing information to the media
lsee s. J JQJ"l": 

'lnformation sought by the media for public broadcast' of this
chapter).

Officers should also consider the provisions of the Criminal Law (Sexual
Offences) Act, Juvenile Justice Act and the Child Protection Acf (e.9. Ul$$:'Prohibit ion of publication of information leading to identity of children').

Comfits should include a comfit number in media releases and displays.
Comfits may be displayed at police stations and at displays in conjunction with
Crime Stoppers promotions. Any media release or display should encourage
the caller to refer to the comfit number when providing information to Crime
Stoppers (see also $.J,1$._10: 

'Media releases including comfi ts 'of  th is
chapter).

Investigating officers in charge of investigations contemplating the release of
a photograph or description of an escapee/person unlaMully at large or
wanted person should first contact Crime Stoppers for advice and assistance.

ORDER

Before releasing images and associated details to the media of suspects,
escapees or persons unlaMully at large, officers are to obtain the authority of
a commissioned officer.

Commissioned officers, before authorising the release of images of suspects
and associated details to the media, are to ensure that the:

(i) images have been treated with a mosaic process to conceal the identity of
victims or witnesses; and

(ii) consent of the victims or witnesses or their next of kin to release images to
the media is obtained where the identity of victims or witnesses in such
images cannot be concealed,

In the case of images and associated details of persons wanted for escaping
or being unlawfully at large from Queensland Corrective Services,
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commissioned officers are to ensure that before authorising the release of
such images and associated details:

(i) a member of the Corrective Services Investigation Unit (CSIU) has verified
the information as being correct and has fonruarded a copy of the images and
associated details to Queensland Corrective Services;

(ii) a copy of the images and associated details are forwarded to:

(a) the Office of the Commissioner;

(b) the Media and Public Affairs Branch; and

(c) Crime Stoppers;

prior to release of same; and

(ii i) that the Crime Stoppers toll free telephone number is included in the
release.

ln the case of images and associated details of persons wanted for escaping
the laMul custody of police, before authorising the release of such images
and associated details, commissioned officers are to ensure the Crime
Stoppers toll free telephone number is in the release and that a copy is
forurarded to Crime Stoppers prior to release.

In the case of releasing images of, or information relating to, missing persons
to the media, see pJ.?..$*.}: 'Authority for media release'of this Manual,

Messages

ORDER

Where the need arises for an urgent police message to be broadcast over
public radio or television, members seeking such action are to immediately
advise their officer in charge who may approve the request after verification of
the details.

Officers in charge authorising the release of an urgent message are to
immediately transmit a copy of the message to the Duty Officer, Police
Communications Centre, Brisbane, and advise the district officer or
commissioned officer in charge or equivalent of such action as soon as
practicable.
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South Eastern Region
Policy No. 02/2010

REGIONAL RISK MANAGEMENT PROCEDURES
lssued

This policy cancels policy 1211998

This policy should be read in conjunction with:
. Operational Procedures Manual s.15 Rjp.$ UnngSgrngn1
. EthicalStandardsCommandSiqb-h,tqnaserlentflffi..}em
. operational Procedures Manual s.15.7 Rtsk Man"qseryrgnl.sn{".$"*unls*

Te rrori s m."Fl Snl}j.*$
. Operational Procedures Manual s.15.8 Susines"s".pgnlinuity conqider"*llsng in

rsk manqg.Rmsst ple{:.nlw
. Appendix 15.8 $usinqs*..S.s"n!.rnqi\x**plqid*rn*i**s in.$isk.M"*nnss*rssl
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1.0

1 .1

1 .2

BACKGROUND

The Queensland Police Service has adopted risk management practices for all
aspects of management in the Service.

Risk Management is a proactive management process characterised by
accountability at all levels of management. The objective of risk management
is the protection of people, physical assets and earnings, as well as more
difficult to quantify assets such as an organisation's image and reputation
(Appendix 15.5 Qg:pqrele Ris-k Sategoil_eS).

The Aims of Risk Management are to:

. Decrease the probability and consequence of undesirable events
occurring. Risk management involves a six step process based on the
Australian Standard for Risk Management (15.6.2 Development of Risk
Management (Proced u res) : Appp.f diX_J,S.$..

. Establishing the context in which each work unit operates;

. ldentifying risks corporate governance, assets, financial, human
resources, workplace health and safety, operational and technology;

. Analyse risks/controls - analyse the identified risks in terms of probability of
occurrence, the potential consequences and their magnitude;

DISTRIBUTION LIST
For Action:
Chief Superintendent, Operations Coordinator, Detective Superintendent Regional Crime Coordinator, District Officer, Coomera, Gold Coast
and Logan Districts; Regional Projects Inspector; Regional Information Manager; Regional Finance and Human Resource Managers.
For Action and Filing:
Senior Administration and Services Officer.
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. Evaluate the risks - available resources must be considered;

. Treat the risks - Develop treatments and a management plan (Ri*K
M.anageryent_Flan Templatej to treat the risks, which incorporates adequate
controls. The plan is approved by the next management level;

. lmplement the plan - the planning phase is only the beginning of managing
risks. "Working papers" are also developed here. The plan should look like
the RM plan available af Ap"ppng.ixjS,*l

. Regularly monitor and review the controls by sampling. This is where
further 'working papers' (Appendix 15.6 S.Amplr.n"*"{fig"mpl$S.*9".$hp_*"*ti:S
and Wcrkins Papers) are maintained; and

. At the end of each six monthly period, the manager uses the working
papers to prepare a summary of exceptions (six monthly reports) to send
to the next management level;

POLICY

The procedures as outlined in Chapter 15 of the Operational Procedures
Manual are to be strictly complied with.

A Regional Risk Management Committee chaired by the Chief
Superintendent, Operations Co-ordinator, South Eastern Region will be
responsible for the overview and coordination of Risk Management
procedures within the Region.

Each organisational unit at District and Regional level shall have a current risk
management plan.

ORDER

Regional Risk Management Committee

Regional Risk Management Coordination Responsibil i ty

The Chief Superintendent, Operations Coordinator shall convene and chair
the Regional Risk Management Committee.

The Role of the Regional Risk Management Gommittee

The role of the Regional Risk Management Committee is to:

. Overview Regional and District risk management planning and practices;

. Ensure there is not confusion between compliance / audit requirements
and risk management;

DISTRIBUTION LIST
For Action:
ChiefSuperintenden! Operations Coordinator, Detective Superintendent Regional Crime Coordinator, District Officer, Coomera, Gold Coast
and Logan Districts; Regional Projects Inspector; Regional Information Manager; Regional Finance and Human Resource Managers.
For Action and Filing:
Senior Administration and Services Officer.

2.0

2.1

2.2

3.0

3 .1

3.2

2.3

3.3
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. Maintain a Regional Risk Register; (modelled on the Corporate Risk
Register);

o Advise the Assistant Commissioner, South Eastern Region on the validity
and appropriateness of the Regional and District Risk Management Plans;

o Advise the Assistant Commissioner, South Eastern Region on the validity
and appropriateness of the Regional and District exception reports;

. Report in accordance with the established reporting scheme (OPM s
15.5.3 Ri$K \$gn, ggment.[[an an$...expeption.!"epo*inq..l!me.i*"ble) to the
Assistant Commissioner, South Eastern Region as to the status of risk
management generally within the Region;

. Ensure all prescribed audit and compliance requirements for annual drug
and property audits are completed and reported in a timely manner; and

. Support the Assistant Commissioner, South Eastern Region to manage
regional risk management by ensuring the process is based on
contemporary corporate governance principles.

Regional Risk Management Committee Membership

Committee Executive Membersh ip
Chairperson Chief Superintendent, Operations

Coordinator.
Executive Officer Support Officer, Regional Operations

Coordinator
Administrative Support Appointed Admin istration Officer

Committee Members

District Officers
Coomera District
Gold Coast District
Logan District

In compliance with
oPM s 1 5.4. 3 *"ffis*f in.,fi hstss "ql "a R"*-* ipn",
Qpmm a! dar-Dryisjs*li a n d
OPM s15.4.5 SSLce$ iLCiplqe, Mn"ils$er-
nnd $unervis*r"s

Staff Officer to the Assistant
Commissioner

As Assistant Commissioner's Reoresentative

Inspector, Projects and Procedures Preparation of regional risk management
plan and maintenance of regional policy
document.

Professional Practice Manager As required in compliance with the OPM s
1 5.4.4 Prsfessisqal Praclict M+*s$ets-
fppM)

Manaqer, Human Resources Workforce planninq
Manaqer, Finance Financial accountabilitv
Regional lnformation Resource
Manaqer

I nformation technology

DISTRIBUTION LIST
For Action:
Chief Superintenden! Operations Coordinator, Detective Superintendent Regional Crime Coordinator, District Oflicer, Coomera, Gold Coast
and Logan Districts; Regional Projects Inspector; Regional Information Manager; Regional Finance and Human Resource Managers.
For Action and Filing:
Senior Administration and Services O{ficer.

3.4
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3.5

3.4.1 Role of Executive Officer

The Executive Officer is responsible for:

. The coordination of the Committees activities at the direction of the
Chairperson; and

. The co-ordination of the preparation of reports on behalf of the
Committee under the overview of the Chairperson.

Frequency of Regional Risk Management Committee Meetings.

The Regional Risk Management Committee shall meet half yearly at the end
of each reporting cycle, in June and December.

COMPLIANCE AUDITING AND REPORTING

Regional Managers, District Officers and all Officers in Charge are responsible
for ensuring strict compliance with auditing, systems testing and subsequent
reporting and submission of timely, collated submissions to the Regional Risk
Management Committee in compliance with s15 Risk._l$gna$er:n*$J of the
Operational Procedures Manual.

ln giving affect to the risk management process Regional Managers, District
Officers and all Officers in Charge are to ensure risk management checklists
are regularly applied and coordinated sampling and working paper reviews (
refer Appendix 15.6 $emgtjnd$smplranse ELeakinq nRpS:*) are
conducted by a designated officer linked to the 28 day operational plan.

P A WILSON
ASSISTANT COMMISSION ER
SOUTH EASTERN REGION

DISTRIBUTION LIST
For Action:
Chief Superintendent, Operations Coordinator, Detective Superintendent Regional Crime Coordinator, District Officer, Coomera, Gold Coast
and Logan Districts; Regional Projects Inspector; Regional Information Manager; Regional Finance and Human Resource Managers.
For Action and Filing:
Senior Administration and Services Officer.
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4.0

4.1

4.2

Optional Committee Me mbers
Regional Education and Training
Coordinator

Determined by the chair on a rotational basis

Occupational Health and Safety
Coordinator

Determined by the chair on a rotational basis

Other personnel Determined by the chair on a rotational basis.
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FINANCIAL ACCOU NTABILITY AND ADMINSITRATION PROCEDURES

Policy No. 0412010

lssue Date: 09 Apri l  2010
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This policy is to be read in conjunction with:

flin*npiql .*spsu nlshi.!Ltx-As] .?S$9

F i n s n ci al.a.n"d Fe rfo[m.*n"g$ M *n aS.q.$ej1t $ta n d s rd 2 Q 09

1.0 INTRODUCTION

The financial administration of the Queensland Police Service (the Service) is
governed principally by the Financial Accountability Act 2009 (the Act). The
Act is supported by the Financial and Performance Management Standard
2009 (the FPM Standard) and the Financial Accountabitity Regutation 2009
(the Regulation).

Section 7 of the Financial and Performance Management Standard 2009 (the
Standard) states that governance is the way the department or statutory body
manages the performance of its functions and operations.

Section 7 further states that the accountable officer must ensure an
appropriate governance framework is established that includes:
' The cultural and operational aspects of that agency that are influenced

by its actions and decisions

. The concepts of
o Openness, integrity and accountability;
o Due care; and
o Public transparency and defensibil i ty.

. Ethical and transparency principles
DISTRIBUTION LIST

For Action: Chief Superintendent, Operations Coordinator; District Officers Coomerao Gold Coast and
Logan Districts; Inspector Staff Officer to Assistant Commissioner; Inspector, Projects Inspector
Professional Practice Manager, Inspector, Regional Traffic Coordinator and Support Services;
Inspector, Regional Communications; Inspector, Regional Forensics Coordinator; Inspector, Regional
Major Events Planning; Manager, Finance; Manager, Human Resources; Regional Information
Resources Manager, South Eastern Region.
Support Senior Sergeant, Operations Coordinator;
Regional Duty Office; Regional Scenes of Crime;
For Information and Filing:
Administration and Purchasing Officer, South Eastern Region.
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r ff performance manaEement system, a risk management system and
an internal control structure.

A key principle of a strong governance model is the implementation of
appropriate management committees which support the accountable officer in
the efficient, effective and economic delivery of the agency's goals and
objectives.

The Service Code of Conduct also applies for compliance with the relevant
financial management legislative provisions.

2.0 scoPE

The policy has been prepared for use by managers and officers in charge
which must comply with the provisions of the Act, subordinate legislation and
QPS policy guidelines.

3.0 POLTCY

3.1 Furpose

The Assistant Commissioner has established a financial governance
framework comprising two key levels of decision making forums; Level 1 is a
regional strategic committee to assist with the setting of strategic direction,
financial planning and monitoring and which overviews the operational
financial performance of Level 2. Level 2 is constituted by four sub-
committees, the Regional Units Operational Finance Committee and the
respective District Operational Finance Committees which manage, monitor
and report the financial performance of those organisational areas,

The financial management Committees are established to assist the Assistant
Commissioner in the management of the region's operations through the
provision of advice and direction appropriate to the nature, range and scope
of the region's activities.

The leadership role undertaken by regional management in this process is
seen as:
. Creating a positive control environment

. Endorsing and actively supporting regional systems of internal controls
and processes

. Actively encouraging adherence to regional and Service financial
management practices

Responsibility for regional financial internal controls and processes will involve
management in:

Establishing appropriate internal controls and procedures that allow for
efficient, effective and economic management of the region's financial
resources;

. Clearly defining key responsibilities and delegated authority levels;
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Completing regional, district and divisional / unit risk assessments and
implementing appropriate offsetting controls and processes, with
particular attention, where necessary to areas with potential for
inappropriate use or overrun;

Establishing performance reporting standards for operational and
financial performance;

Establishing appropriate lines of reporting;

Monitoring the effectiveness of regional controls and processes through
results reported to the SER Executive Finance Management
Committee; and

Ensuring ongoing training for management and staff in Service and
regional specific financial controls and processes.

Gcvernance Framewsrk: Ssuth East Reuion
The South Eastern Region's finance management committees are established
to assist the Region's Accountable Officer in the management of regional
operations through the provision of advice and direction appropriate to the
nature, range and scope of an organisational unit's activities. Through the
assistance and advice provided by the various finance committees,
management will be better equipped to deliver policing services in the most
efficient, effective and economic manner. Figure 1 depicts the South Eastern
Region's fi nance committee structure.

Figure 1

$ $$ $
N N S * N N W N

3.2"1 $HR Hxecutive Flnance Management Sornmittee

{a} Ghert*r

The function of the SER Executive Finance Management Committee is to:

1. provide strategic focus and dir:ection to financial management issues in
the region;I

I
I
I

:Logan District
: OPerational

Finance Committee
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2. ensure cohesion, integration and coordination of the Service's Strategic
Plan, and the government endorsed outputs with regional systems and
processes;

3. monitor the efficient and effective use of physical and financial
resources available to the region; and

4. provide advice to the Deputy Commissioner, Regional Operations on
issues such as:
. financial proposals and submissions from region;

. material transactions that will affect the region; and

. the impact of special events or disasters that wilt impact the
region's operations and financial capacity.

{h} Merxb*rxhip

The Committee will comprise of the following membership:
. Chair: Assistant Commissioner, South Eastern Region

. Secretariat: Regional Finance Manager

. Members:

o Chief Superintendent, Operations Coordinator

o District Officer, Coomera District

o District Officer, Gold Coast District

o District Officer, Logan District

o Regional Human Resources Manager

{*} N$**tixg Sc*teSx$*

The Committee will meet on a quarterly basis for each financial year (01 July
to 30 June).

3.t.? Regional $uppo,rt Unit and Sistrict $ub-Cssnrnittees

There will be four finance management sub-committees established to
overview, monitor and report on the operational financial performance of
regional units and the respective police districts.
The Sub- Committees, namely the Regional Support Units Operational
Finance Committee, Coomera District Operational Finance Committee, Gold
Coasf District Operational Finance Committee and the Logan District
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Operational Finance Committee will report to the SER Executive Finance
Management Committee.

{a} $hert*r

Each of the Sub-Committees will share the following common functions:
1. provide operational focus and direction to financial management issues

in the regional units or respective police district;

ensure cohesion, integration and coordination of the Region's Plan,
and the government endorsed outputs with region unit or respective
district systems and processes;

monitor the efficient and effective use of physical and financial
resources available to the regional units or respective police district;
and

provide advice to the Assistant Commissioner, South Eastern Region
on issues such as:

. financial proposals and submissions from regional units or
respective police district;

' material financial transactions / identified projected overspends
that will affect the operational efficiency of any regional unit or
respective police district;

' the impact of special events or disasters that will impact the
region's operations and financial capacity; and

' vehicle governance integrity.

{h} R**pect$ve $uh-**mnxlttee S$ernb*rsf'r*p

Reqional Units Operational Finance Committee

The Sub-Committee will comprise of the following membership:
. Chair: Chief Superintendent, Operations Coordinator

. Secretariat: Senior Sergeant, Support Officer, Operations Coordinator

. Members:

o Detective Superintendent, Regional Crime
Coordinator

o Inspector, Regional Major Events

o lnspector, Regional Traffic & Support Services
Coordinator

lq'
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o lnspector, Regional Education and Training

Coomera District Operational Finance Committee

The Sub-Committee will comprise of the following membership:
. Chair: District Officer. Coomera District

' Secretariat: Sergeant, Support Officer, Coomera District Office

. Members:

o District Inspector Patrol Services, Coomera District

o Divisional/ District Support Units Officers in Charge.

Loqan District Operational Finance Committee

The Sub-Committee will comprise of the following membership:
. Chair: District Officer, Logan District

. Secretariat: Sergeant, Support Officer, Gold Coast District Office

. Members:

o Inspector Patrol Services, Northern and Central

o Inspector Patrol Services, Southern

o Inspector Patrol Services, Western

o Inspector Patrol Services, Support Services

o Detective Inspector Crime Services, Southern Investigative
Group

Gold Coast District Operational Finance Committee

The Sub-Committee will comprise of the following membership:
. Chair: District Officer, Gold Coast District

. Secretariat: Sergeant, Support Officer, Gold Coast District Office

. Members:

o Inspector Patrol Services, Southport

o Inspector Patrol Services, Surfers Paradise

o Inspector Patrol Services, Broadbeach

o Inspector Patrol Services, Coolangatta
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Inspector Patrol Services, Support Services

Detective Inspector Crime Services, Southern Investigative
Group

Inspector Patrol Services,, Southern lnvestigative Group

{c} &tl**t**lg $**r*dr"**e

The Sub-Committee will meet on a monthly basis for the duration of each
financial year (01 July to 30 June). lt will report on a quarterly basis to the
SER Executive Finance Management Committee.

4.0 Key Internal Control and Reporting Elements

S.t l*t*rne| ***rtr*ls

Internal controls are methods or procedures implemented by regional and
district management to:
. Ensure efficiency and effectiveness of operations and delivery of

services at regional and district levels;

' Ensure accuracy and reliability of financial and management
information;

. Ensure compliance with all financial, regulatory and operational
requirements;

. Assist in achieving iegional and district performance objectives and
delivery of services by managing risk exposure, including highlighting
possible inefficiency or inappropriate prioritisation of resource
allocation and use.

Each sub-committee will develop internal control systems and standard
operating procedures that will provide reasonable assurance to the Assistant
Commissioner that:
. The activities of the regional unit or relevant district are conducted in a

manner that facilitates the achievement of its objectives and the
delivery of its services in an orderly, economic and efficient manner;

. Error, fraud, wastage and other irregularities are prevented as far as
possible and promptly detected should they occur;

' Assets are safeguarded from unauthorised use or disposal and are
adequately maintained ;

. Operational activities and individual financial transactions are complete
and accurately recorded;
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. Regional Unit or relevant District financial and performance
management reports are timely, relevant, reliable and accurate, and

. There is compliance with applicable legislative and regulatory
requirements as well as QPS internal policies, procedures and relevant
financial delegations.

lntegral to effective internal controls are the elements of asset planning,
workforce, risk management and business continuity planning.

4.1.1 Asset Flanning

Asset planning compliments the regional and district operational plans by
focusing of the life cycle and associated costs of an asset and how that asset
aligns with the service delivery outcomes of the relevant organisational unit.

The asset plan should provide for:
. Critical analysis of -

o the key issues that may influence the regional unit or respective
district's requirements for assets in the medium to long term;
and

o the appropriateness of existing assets in relation to the regional
unit or respective district's operational plan and identified client
needs.

' ldentification of the need for new assets and developing strategies and
appropriate proposals / submissions to meed the need;

' ldentifying and developing strategies for:

o Achieving and maintaining the appropriate level of priority and
operational utilisation of assets; and

o Timely maintenance of physical assets in an appropriate
condition, and

' Developing strategies for disposing of assets that are surplus to needs.

S"'1.: W*rk{*rc* Sl*n*ing

Workforce planning provides managers with a framework for making informed
staffing decisions in line with the regional unit or relevant district's
role/purpose, operational plan and allocated budgetary resources. lt also
provides a means of integrating a range of human resource management
strategies, including flexible work practices, succession planning (higher
duties), individual performance management, staff training and development,
pay equity and the use of part-time, temporary or casual employees.

4" '1.3 Risk M*neg*m*nt

Development of risk management procedures and annual risk management
plans should underpin the effective implementation of risk management in
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regional units or the respective police districts. lt must be supported by
management and communicated throughout the regional units and district
structures.

4"1.4 Sl:sinms* **ntinuity Flxnning

Business continuity planning is a critical component of overall risk
management arrangements and ensures the re-establishment of essential
services as possible following a catastrophic event. Business continuity
arrangements should address immediate crisis arrangements, plans for
resumption of essential services immediately following a catastrophic event
and longer-term recovery arrangements.

4.9 Rep*r'tir*g *!*n'**rits

4.:.1 i l*r* R*p*rtlng Sl*m*nts

Figure 2 identifies the specific core elements of 'Administration' and'Operations' that will comprise the monthly agenda for the review, compliance
auditing and reporting required of the respective sub-committees to the SER
Executive Finance Management Committee.

Figure 2

The core elements will be reviewed as listed agenda items for each meeting
of the respective Committees with the aim of ensuring accountable fiscal
planning and management occurs at allt imes

4..*.2 fxcepticn R*p*rting

ldentified exceptions are to be immediately reported to the Regional Finance
Manager for review and referral to the SER Executive Finance Management
Committee for consideration. An exception shall identify the exception being
reported in full and complete detail, circumstances around which the

1. Stationery supplies 1. Sworn Overtime and Weekend
Unit Usage (inc. rostering of part
time staff)

2. Sworn Higher Duties

Temporary Staff 4. Overtime and Weekend Unit
Usage (CRO's, AWO's, CSO'S)

6. Printing Major Events (ie. Schoolieg
Motor GP, New Years Eve)

7. Telephones 7. Exhibits (1) LosUstolen cash (2)
exhibits
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exception arose and any remedial strategies recommended to address the
exception.

COMPLAINCE AND COMPLIANCE AUDITING

Regional Managers, District Otficers and all Officers in Charge are
responsible for ensuring strict compliance with all established internal
controls, systems testing procedures and subsequent reporting processes
and as necessary, exception reporting to the relevant Financial Management
Committees in accordance with this policy and any determinations or
directions that may from time to time be approved by the SER Executive
Finance Management Committee.

In giving effect to the Financial management 'Core Reporting Elements'
regional Managers, District Officers and all Officers in Charge are to ensure
Committee reports and minutes fully and accurately report the identified
elements contained within this policy and any other elements that may from
time to time be determined by the SER Executive Finance Management
Committee.

P A WILSON
ASSISTANT COMMISSIONER
SOUTH EASTERN REGION
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AGENDA TOPICS
10.008ffi, Monday L9 April 2010

Surfers Paradise Police Complex
South Eastern Regional Headquarters

Gold Coast

1. Overview of Policinq and Demographics of the South Eastern

Reqion

2. Historical issues: Ethics and reforms implemented

i. Gold Coast 1970's-2000's

ii. Carter Inquiry 1997

ii i. QPS Pickering Review of CIB/JAB 1997

iv. Project Castello 2006-2007 CMC

v. Project Grinspoon 2008 CMC

3. Reqional actions commenced since 2009 as a result of Grinspoon

i. Review of Pickering Report - Project ABEO

recommendations

ii. Strategic Criminal Intelligence Assessment

iii. Crime Investigation Partnerships

iv. CIB/CPIU performance review

v. Daily occurrences recording system

vi. Decentralisation of CIB - new Coomera Police District

vii. QPS Dangerous Liaison presentations

viii. Review of Regional/DistricVDivisional risk management

ix. Review of Regional/DistricVDivisional financial and

accou ntabi I ity structu re



4. Reqional actions commenced November 2009

i. CMC/QPS Police use of Excessive Force Gold Coast

District, Surfers Paradise Police Station

ii. Regional seven point plan to address the issues

5. Reoional action commenced after 31 January 2010

Operation TESCO (G rinspoon/Caste,llo)

i. Discussions and focus groups led by Executive

Management South Eastern Region to all Regional Staff

a. District Officers, Regional Crime Coordinator

and Managers

b. All Commissioned Officers

c. District management teams

d. Divisional management teams

e. (CIB/CPIU - currently on hold)

ii. Development Days - enhancing integrity in the South

Eastern Region

a. Middle Management (Senior Sergeants and

Sergeants)

b. Constables (Senior Constables and Constables)

iii. Audits of Property Points by ESC/CMC

6. Other issues and general discussion

i. Current holdings of complaints against police in South

Eastern Region

ii. Media issues South Eastern Region

iii. Recruitment and new staff to South Eastern Region
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Plain Clothes Occurrence Sheet System
South Eastern Region
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SER Plain Clothes Occurrence Sheet Summary

South Eastern Police Region has implemented the Northern Police Region
Plain Clothes Occurrences sheet system. As per the attached project plan
there were a number of milestones achieved to implement this
application. The application allows South Eastern Region plain clothes
officers to undertake the following functionality;

o Enter Shift Details
o Shift details must be entered at the commencement of every

shift to ensure occurrence details are recorded against the
correct date.

o No individual system log-in is required. The system links with
the existing QPS active directory for user authentication.

o Enter Tasks - a task is further divided into the following areas:
o Administration task
o Child Protection Task
o Court Task
o lnvestigative Task
o Arrest Task
o Missing Person Task
o Training Task

o Produce officer reports
o Plain clothes work performance summary;
o Officer arrest summary;
o Officer occurrence summary
o Any period of time can be selected for these reports by entering

nominated dates. Daily, weekly, monthly or annual data can be
extracted as required

o Produce section reports
o Section arrest summary;
o Occurrence sheet summary reports

o Searching
. Spell Check
. Multiple officer data entry
. Flexibility to customise local reports as required.

An introduction and training package on the Plain Clothes Occurrence Sheet
system has been produced and was used to train existing officers in the use
of the system. The training package is now used as a tool to introduce the
application and train new starters to South Eastern Region Plain Clothes
Sections.

The Plain Clothes Occurrence Sheet system has been live in South Eastern
Region since mid-June, there are now over 5000 records in the system.
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QUEENSLAND POLICE SERVICE

South Eastern Region Police Headquarters
7th Floor 68 Ferny Avenue SURFERS PARAD|SE eLD 4217

PO Box 7515 Gold Coast Mail Centre QLD 9726
TELEPHONE: (02) 5570 7999 FACS|MILE (07) s570 7985

cRfMESTOPPERS 1800333000 GoLDCoASrlNrrrr#;r""r 07557078s6 LOGAN(tNrlt'uO*.$a= o7s8261E2s

Our Ref: SE1 0 /

Your 
M'J'

Ref:

19 May 2070

TO: Assistant Commissioner, South Eastern Region

FROM: Information Resource Manager, South Eastern Region

SUBIECT: Plain Clothes Occurrence Sheet Project

South Eastern Police Region is in the process of implementing the Northern
Regions [NOR] Plain Clothes Occurrence Sheet System. The objective of this
implementation is to facilitate a consistent Region wide approach to the collection
and reporting of all Plain Clothes Occurrences within the South Eastern Police
Region.

Project Development Plan

lmplementation of the Plain Clothes Occurrence Sheet System has necessitated
the introduction of a new application architecture into the South Eastern Region
tSERl. Microsoft Sharepoint is the applications architecture on which the NOR
Plain Clothes Occurrence Sheet system is built.

To date the Information Management Unit has focused on the technical
implementation of the Plain Clothes Occurrence Sheet System.

Milestones achieved to date:
. Completion of Microsoft Office Share Point 2OO7 training program by RIRM.
o Installation of a new DELL 700 series server. This server has been

configured as the SER Sharepoint application and data seruer.
. Purchase of the software suite upon which the Plain Clothes Occurrence

Sheet Sytem operates. Software purchased; Microsoft Office Sharepoint
Server 2007 , Visual Studio 2008, Sharepoint Designer 2OO7 , Ensys
reporting engine.

. Installation, Configuration and Testing of the software listed above.
Signification testing to ensure the interoperability of these software
products was required.

o Site visit to SER by Sharon Bird of Northern Region from 10 May 2010 to
17 May 2010. Sharon provided SER with invaluable assistance in the
development of the Plain clothes occurrence sheet system. The
application is now in an operational state. Occurrence data can be entered
and basic reporting functionality is operational.
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Milestones and timeline for proiect completion:
o 24 May - 28 May 2010; Full implementation of reporting functionality.
. 31 May - 4 June 2010; System Testing.
o 7 June 2010: Receipt of Occurrence Sheet training program from NOR.
o 7 June 2010; ldentification of a local user in each District that will provide

system training and become the local system champion.
o 7 June -- 9 June 2010; lmplementation of Sharepoint backup strategies
o 10 June; Plain Clothes Occurrence Sheet System production ready.
o 30 July 2010; Recommendations for contingency plans in the event of

catastroph ic hardware or appl ication fail ure.

The SER Plain Clothes Occurrence Sheet System will be production ready by 10
June 2010. Whilst contingency planning is a necessary task I consider it to be a
low risk item at this stage and can be addressed once the system has gone live.
Final recommendations on contingency planning will be before the AC SER by 30
July  2010.

Project lmplementation Plan

The operational implementation of the Plain Cloths Occurrence Sheet System
would best be performed by an enthuastic operational plain clothes officer who is
confident in the use of lT systems. The tasks that require completion by the
seconded officer are:

o Become familiar with the operation of the Plain Clothes Occurrence Sheet
System.

o Liaise with NOR and investigate any operational issues that arose with the
adoption of this new method of occurrence reporting.

. Develop a thorough understanding of the NOR training package.

. Develop local SOPs for system operation.

. Train the user representative for each District.
o Facilitate presentation of training material.
. Be available for two weeks post implementation to assist with the

introduction of the system.

Milestones and timeline for proiect implementation:
. 24 May 2010; Secondment of Plain Clothes implementation officer

commence
o 24 May -- 28 May; lmplementation Officer to develop an understanding of

the Plain Clothes Occurrence Sheet system and liaise with NOR re training
and implementation issues.

. 31 May - 4 June 2010: Development of SER SOP re system operation.
Preparation of training program. Training to be based on NOR training
program.

o 7 June 2010; Plain Clothes Occurrence Sheet training for SER
Management at Coomera District Headquarters training room.

. 8 June -- 10 June 2010: Plain Clothes Occurrence Sheet training for all
SER plain clothes staff at Coomera District Headquarters training room.

. 10 June 2010; Go Live date for SER Plain Clothes Occurrence Sheet
Management System.
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o 11 June 2010 -- 6 July; Seconded Officer to assist plain clothes staff as
required with data entry and reporting assistance. End of officer
secondment.

Recommendations

From a technical perspective the Plain Clothes Occurrence Sheet System is
largely complete. There are some reporting features still to be activated.

As indicated in the lmplementation Plan I recommend a plain clothes officer be
seconded to develop local SOPs, deliver training material to Plain Clothes officers
and provide operational assistance with the system post implementation. The
secondment will be required from 24 May 2010 until 6 July 2010. I propose a go-
live date of 10 June 2010.

J McQuade
Information Resource Manager
SOUTH EASTERN REGION
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SOUTH EASTERN REGION

Plain Clothes

Development Program



f:
I
I
t
I
I
I
I
I
I
I
I
I
T
I
I
I
t
I
t

Plain Clothes Development Program- South Eastern Region

Commenced 2009
PREFACE

The South Eastern Region Plain Clothes Development Program (the program)
is based on the understanding that a detective's appointment is a noteworthy
achievement that should be earned.

This program has been designed to assist plain clothes officers to develop
their skills as investigators and to better prepare them to attain the required
standard to be awarded their detective's appointment.

The program identifies the broad range of skills and experience required by
officers to become professional and effective investigators. The progress of
each plain clothes officer is monitored throughout the duration of their three
year training period to ensure they are provided with every opportunity to
improve their skills and obtain their detective's appointment.

The skills and experience of each plain clothes officer will be assessed by the
South Eastern Region Plain Clothes Development Program Committee each
six months during their training period in order to identify any shortfalls in
their progress and to provide guidance and direction to the members as they
progress through the PC phases.

Any identified weaknesses will be addressed by the officer's respective
Detective Inspector and Detective Senior Sergeants. Aty proposed
development plan will be prepared in consultation with the Detective
Training program.

The committee will provide feedback to each plain clothes officer following
assessment.

The program has been developed in line with the requirements of the
Detective Training Program.

Page 2 of 12
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Plain Clothes Development Program - South Eastern Region

DETECTTVE APPLICATION AND APPOINTMENT

Detective applications are considered and granted by the Detective
Appointment Board (DAB). The DAB is administered by State Crime
Operations Command and is not part of the Detective Training Program
(DTP). Although the DTP provides the necessary training for participants to
obtain the Advanced Diploma of Public Safety (Police Investigation), this
qualification is only one of the many pre-requisites required by the DAB for
an applicant to successfully achieve appointment to detective classification.

The DAB will eonsider a variety of other issues including an applicant's work
history, ethics and both professional and personal integrity. Section 6.2 of
Chapter 1,6.5.6 of the HRM Manual provides that criteria for appointment to
detective status will be:

minimum of three years competent plain clothes performance in an
investigative field, with the provision that the Board may approve a
lesser period in specific cases (refer to s. 6.3);

successful completion of the Detective Training Program;

broad experience in the investigation of a wide range of criminal and
quasi criminal offences;

significant experience in the preparation of briefs of evidence for
superior courts;

competency in the giving of evidence in courts of law;

demonstrated commitment to self development;

demonstrated use of problem solving strategies in the investigation and
reduction of crime and development of. best practice within the
workplace;

maintenance of a high standard of personal and professional integrity;

professional attitude towards duties, colleagues, superiors and members
of the public;

supporting recommendations from line supervisor, Officer in Charge
and the Regional Crime Coordinator; and

4.

5 .

6.

7.

2.

3.

8.

9 .

10.

tl
I
I
I
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Plain Clothes Development Program - South Eastern Region

THE COMMITTEE

The South Eastern Region Plain Clothes Development Program Committee
(the committee) is chaired by the Regional Crime Coordinator and includes
the three Detective Inspectors from the Gold Coast and Logan Districts.
\Ay'hen available, an officer from the Detective Training program will also sit
on the committee.

The committee will be responsible for assessing the skills and experience of
each plain clothes officer twice per year.

Any recommendations of the committee will be provided to the officer's
Officer in Charge for implementation.

Feedback will be provided to each officer by the committee

The committee will sit in April and October each year. This may vary
depending on operational commitments.

Page 4 of 12
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CHAIRPERSON

The chairperson of the committee will be the Regional Crime Coordinator or
the person occupying that position at the time of the meeting.

The chairperson will:

(a) maintain an up to date list of all regional plain clothes officers including
their date of appointment to plain clothes and their progress through the
various phases of detective training;

(b) through the respective Detective Inspectors:

(i) create a file for each officer upon appointment to plain clothes.
This file is to be held by the respective Detective Inspector;

(ii) ensure that, upon appointment to plain clothes, officers are advised
of the purpose of the committee and their responsibility to provide
all relevant information, as outlined in this policy, in a timely
manner.

(iii) ensure all plain clothes officers are provided with the Plain Clothes
Summary Sheet and the required date of its submission;

(i") ensure the supervisors of the respective plain clothes officers
furnish a 'supervisor's Summary Sheet' within the required time
frame; and

(c) ensure all plain clothes officers and supervisors are advised of the dates
of forthcoming committee meetings and the respective dates within
which to submit the required forms;

(d) ensure written feedback is provided to each plain clothes officer after the
committee has assessed each officey

(e) if requested by the plain clothes officer, and in conjunction with other
members of the committee, provide verbal feedback to plain clothes
officers; and

(f) forward a report to the respective District Officer following each
committee meeting outlining any exceptions required to be addressed.

Page 5 of 12



I
I
t
I
I
I
I
I
I
I
I
I
t
I
I
I
I
I
I
I

Plain Clothes Development Program - South Eastem Region

SUPERVISORS

Supervisors of plain clothes officers, for the purpose of this committee, are to
be at least of the rank of Detective Sergeant.

Supervisors are to:

(i) identify which officers under their direct supervision are required to be
assessed by the committee;

(ii) provide a thorough orientation to the plain clothes officer of their
responsibilities towards the committee;

(ii0 monitor the progress of the plain clothes officers in lines with the areas
to be assessed by the committee;

(iv) obtain a properly completed Plain Clothes Summary Sheet from each
plain clothes officer under his/her control, together with all required
attachments;

(") prepare a 'supervisor's summary sheet' providing comprehensive
information on all areas of assessment; and

(vi) forward the Supervisor's Summary Sheet, Plain Clothes Summary Sheet
and attachments to their Detective Inspector within the required time
frame.

Page 6 of 12
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Plain Clothes Development Program - South Eastem Region

PLAINCLOTHES OFFICERS

1. Upon appointment to plain clothes, officers will identify their supervisor
and establish their responsibilities in accordance with this policy.

2. Upon notification of the required date, the plain clothes officer
provide the following documents to his/her supervisor within
required time frame:

(i) An accurately completed Plain Clothes Summary Sheet. All
information provided on the sheet should cover the whole period
since their appointment to plain clothes NOT just the last six
months;

(ii) Copies of the last six Work Analysis Sheets. If they have been in
plain clothes for a period less than six months, then all Work
Analysis Sheets since their appointment;

(iii) A list of all electronic interviews conducted, including Section 93A
interviews. Officers should maintain their own list;

(iv) A list of all search warrants in which they have been involved,
either as applicant officer, execution officer etc. See the 'step by
step' guide provided at the end of this document to assist in
obtaining this information from QPRIME; and

(v) At his/her discretion, copies of any target applications, actions
plans, Human Source Contact Advice Forms or favourable
comments /letters considered relevant.

The plain clothes officer is not required to attend the committee meeting.

Written feedback will be provided to each plain clothes officer by the
committee. Personal feedback will be provided upon request.

Plain clothes officer may use the contents of the file in the preparation of
their formal application for detective's appointment.

The files of each plain clothes officer will be maintained by their
respective Detective Inspector and produced for each committee
meeting. The file will be provided to the respective plain clothes officer
upon gazettal of their detective's appointment.

PageT of12
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Plain Clothes Development Program - South Eastern Region

HUMAN SOURCE N{ANAGEMENT POUCY

The use of human sources is recognised as an accepted and effective method
of gaining intelligence and identifying and apprehending offenders. The
ability to cultivate human sources is recognised as a valuable skill that
investigators should constantly strive to improve.

Piain clothes officers and appointed detectives are to be encouraged at all
times to cultivate, register and appropriately manage human sources.

The high risk in dealing with human sources is also acknowledged.

All officers, upon appointment to plain clothes, are to be briefed on the
Human Source Management Policy and encouraged to complete the relevant
CBT as soon as possible. Additionally, they are to be briefed on the value of
human sources to investigators and encouraged to develop their skills in this
regard.

The handling of human sources is to be conducted in strict compliance with
the Human Source Management Policy.

Page 8 of 12
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SER Operational
Managers' Leadership

Workshop

Senior Sergeants
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Gurrent situation

Pilot seminars have been conducted in South Eastern Region for senior sergeants,
sergeants and constables with positive feedback.

The senior sergeants' seminar utilised a number of guest speakers and a significant
contribution from the Assistant Commissioner and Chief Superintendent to achieve
specified learning outcomes.

The pilot seminar for sergeants and senior constables largely reflected the senior
sergeants' seminar and incorporated a workshop facilitated by senior sergeants and
inspectors: Leadership, Ethics and Professiona/ism in Practice.

There may be an opportunity for greater engagement of facilitators in the
presentation of such sessions by allowing them to play a greater part in shaping the
content. This would also assist in aligning training with actual management practices
within the region.

It may be noted that some sessions in these seminars contain content which may
now be replicated elsewhere, for example, sergeants and senior sergeants have
recently been offered the opportunity to participate in more intensive resume writing
workshops.

The constables' seminar comprised a presentation by the Chief Superintendent and
a presentation by Inspector Menary of the Ethical Standards Command. This latter
presentation was effectively an abridged version Meeting the Challenge, a generic
package offered during pre-service training and the Constable Development Program.

All pilot seminars have required substantial time commitment from the Chief
Superintendent.

In addition, a sergeants' development workshop was developed separately and
delivered to 20 sergeants in the Coomera District.

The Assistant Commissioner has addressed participants at all sergeants and senior
sergea nts' sem i nars/works hops.

101 officers in the South Eastern Region have completed the Meeting the Challenge
package.

Benchmarking leadership within the region - opportunities
for learning

As indicated above, there may be some opportunity to further align the integrity and
ethics content developed in the pilot courses for sergeants and constables with
management practices within the region. Integrity issues experienced within the
region afford an opportunity for learning and organisational improvement. The
provision of training following on from findings of misconduct should, however, be
delivered by credible officers and should not be divorced from the operational sphere.

It is proposed that the further development and facilitation of training to enhance
integrity in the South Eastern Region commences by benchmarking positive
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leadership. This would occur by identifying officers in the region at the rank of senior
sergeant who have a sound record of leadership and demonstrated integrity.

These officers will assist in the development of training for constables and sergeants
by shaping final course content around the learning outcomes and suggested
teaching points attached and subsequently delivering this content to the target
groups.

This process would:

. Promote reflection upon management and leadership practices within the
region by the senior sergeants involved;

. Ensure that there was a connection and consistency between management
practices within the region and the training to be delivered;

. Assisi participants in accepting the relevance of the message being delivered
by avoiding the use of unfamiliar facil i tators who play no part in their daily l i fe;

. Afford an opportunity for managers to incorporate their own messages in the
delivery of training; and

. Acknowledge senior sergeants who have performed to a high standard.

It is proposed that the package dealing with ethics, professionalism and leadership
would be accredited so that it may be delivered as a stand-alone unit or alternatively
in conjunction with other presentations such as those offered on the pilot sergeants'
seminar.

Ensuring ethical considerations begin at the front gate

In addition to formal training, reinforcement of ethical considerations may occur by
embedding them in other management practices within the region.

Section 16.2.10 of the Human Resource Management Manual provides that the
integrity of an applicant for a position is to be taken into consideration during merit
based-selection processes.

Currently, officers submitting applications for advertised positions are required to
address an essential selection criterion, namely: A standard of personal integrity as
required by the Commissioner of the Queensland Police Servlce.

Section 16.2.10.1.2 of the HRMM provides that authorised members have the
delegated authority to give approval for certain appointments to positions under their
control. In assessing integrity issues, more crucial consideration is to be given to
such issues the higher the rank or level of the position.

This section goes on to say that authorised members must satisfy themselves that
the officer whose appointment is being approved, has the necessary iniegrity for
appointmeni.

Currently, while vetting occurs, there is no requirement that the panel canvasses
applicants' claims to integrity or performance in dealing with ethical issues. lt is
submitted that it is, however, within the purview of the Assistant Commissioner of a
region, as an authorised officer in respect of the appointment of members to
positions, to require that such issues are canvassed and reported upon by panel
convenors.
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This might occur by the implementation of a regional policy requiring panel
convenors to question applicants for regional positions in respect of the essential
selection criterion or by ensuring that ethical considerations are incorporated into
questions formulated to address key selection criteria.

A simple example of such a question may be:

Describe a situation in which you have assrsfed in the resolution of a situation in
which ethical and professional conduct was an issue.

lmplementation of this requirement as a regional policy may have the impact of not
only compelling individual applicants to address such issues but also creating an
awareness among the greater applicant pool that integrity and performance in
respect of ethical issues will be measured in the selection process.

Revitalising the performance appraisal system

Training delivered to constables and sergeants regarding ethical considerations and
the enhancement of integrity may also present an opportunity to reposition the
perforrnance appraisal system.

New assessment cycles for sergeants, senior constables and constables commence
in July. There is the potential for the performance management regime to be made
more robust by the development of regional policy/guidelines regarding the nature of
the objectives to be met by sergeants, senior constables and constables. Such
objectives could include ethics/integrity, client service or professional components
which would serve to once again reinforce standards of conduct and performance
expected of officers. More significantly, policies/guidelines for the assessment of
subject officers could include more structured requirements for assessment which
would require supervisors to clearly articulate the subject member's performance
against those standards.

Examples: Supervisor is to provide comments regarding subject member's
compliance with the provisions of the client seruice charter.

Superuisor is to comment regarding the subject member's compliance with the Code
of Conduct

Such requirements may assist in the continuous reinforcement to both subject officer
and supervisors of the standards expected by the Service. This is, in effect, an
informal training mechanism similar to that facilitated by the proforma for Taser
deployments in use in the region. In addition to holding supervisors to a greater
standard of accountability for the conduct of officers under their supervision.

Formaltraining sessions may be used to provide information to participants regarding
any revision of the performance management regime.
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OPERATIONAL MANAGERS LEADERSHIP SEMINAR (Senior
Con
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stables/Se
Learninq outcomes
1. Recognise the aftributes of strong/positive management and supervision

and why it is required in the policing environment.

. What it means to be a leader.

. The importance of the firstline supervisor.

. Leaders of people, guardians of excellence - building organisational culture
from the frontline.

. Laying the foundation for the police response to follow.
r Problem solving, de-escalation, and positive role-modelling - at the core of the

frontline supervisor's duties.
r Strong leadership helps to give others the confidence they need to perform

better.
. Leading upwards - contributing to the performance of leaderslmanagers by

providing sound advice, well-thought out options, and the confidence that
those they supervise will perform as required.

. Managers need to know if they are to act - the importance of briefing up.

. Recording actions and ensuring accountability,

2. Embrace the transition from workmate to manager required by progression
to senior constable/sergeant.

. Mateship is not about letting mates sink themselves.

. Everyone has the choice of performing as poorly as the weakest in the group
or helping the weakest to perform as well as they can.

. Progressing in rank is about embracing responsibility.

. Progressing in rank is about not being afraid to stand out in the crowd.

. Being a leader is about showing others how well we can do our job and
showing them how well they can do theirs.

r Leaders are teachers.
. Lack of confidence can equate to lack of performance.
o Problem solving vs confrontation.
. Supporting and assisting others to provide them with confidence and skills.
. Objectivity in dealing with staff.

3. Understand what is required of a frontline leader and identify clear
standards for conduct and performance.

. Wil l ingness of managers to address integrity issues.

. lmpact of not intervening early.
o Discussion of what participants identify as positive and negative attributes of

leaders.
. ldentification of good practice.

4. Understand the issues associated with misconduct by reference to recent,
actual disciplinary investigations/hearings and their outcomes.

. Description of conduct leading to investigationihearing

. ExamFle of extremely poor conduct.

. Example of misquided/well-intentioned conduct.
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e Excerpts of noteworthy submissions made by officers at hearing.
. Description of impact upon officer - not always know to peers.
. lmpact upon family and personal life of officer
. Time consumed by the department in dealing with discipline.
. Discussion of the senselessness of many actions leading to discipline action.
o Discussion of impacts observed by participants.

5. Recognise the types of ethical dilemmas faced in the role of a frontline
manager.

o Use of scenarios
. Discussion of experiences of participants.

6. Recognise and avoid the maintenance of inappropriate associations.

. Conflict of interest

. Communityexpectations
r Maintaining boundaries and avoiding the potential for conduct or associations

to be criticised.

7. ldentify the value and dangers associated with human sources.

. Outline Service policy

. Discussion of issues associated with use of human sources
r Dangerous Liaisons
o Strategies to avoid issues and ensure accountabilitv.

8. Recognise the need for information security.

o Outline Service policy
. Examples of recent discipline matters involving information access or release
. Capabilities of the QPS in tracking and identifying inappropriate information

access or release.
. The link between improper access to and release of information and

inappropriate associations

9. ldentify the ramifications of improper alcohol and drug use.

. Consumption of alcohol while on duty.

. Presentation for duty while affected by alcohol.

. Protection of officers engaging in these practices by their colleagues.

. QPS drug and alcohol testing regime.

. Strategies that can be used to self report on substance abuse problem to the
ADA Unit and seek assistance.

. Managing drug-related integrity risks that may be encountered off-duty.
o Use of recent discipline findings
' How illicit drug use can compromise an ofiicer's position and the QPS as a

whole.

10 ldentify strategies that can be used to self-report on substance abuse
problem to the ADA Unit and seek assistance.

. Capacity of ADA to assist officers.
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11. Understand requirements within South Eastern Region regarding the

o Benefits of seeking assistance over having it thrust upon you.

performance management system.
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FIRST RESPONSE OFFICERS LEADERSHIP SEMNAR (Gonstables
Learning outcomes
1' Recognise why strong/positive management and supervision is required in

the policing environment.

o Leadership begins at the grassroots.
. Problem solving, de-escalation,'and positive role-modell ing begins at the rank

of constable.
r Strong leaders help to give us the confidence we need to perform better.
. Leading upwards - constables can contribute to the performance of

leaders/managers by providing sound advice, well-thought out options, and
the confidence that those they supervise will perform as required.

. Managers need to know if they are to act - the importance of briefing up.

2. Understand the transition from workmate to manager required by
progression to senior constable.

. Mateship is not about letting mates sink themselves.
o Everyone has the choice of performing as poorly as the weakest in the group

or helping the weakest to perform as well as they can.
. Progressing in rank is about embracing responsibility.
. Progressing in rank is about standing out in the crowd.
. Being a leader is about showing others how well we can do our job and

showing them how well they can do theirs.
o Leaders are teachers.
. Lack of confidence can equate to lack of performance.
. Problem solving vs confrontation.
. Supporting and assisting others to provide them with confidence and skills.

3. Understand what is required of a constable of police and identify clear
standards for conduct and performance.

. Laying the foundations for a future career.

. ldentifying good practice among peers and supervisors.

4 Understand the issues associated with misconduct by reference to recent,
actual disciplinary investigations/hearings and their outcomes.

. Description of conduct leading to investigation/hearing
o Example of extremely poor conduct.
o Example of misguidediwell-intentioned conduct.
o Excerpts of noteworthy submissions made by officers at hearing.
. Description of impact upon officer - not always know to peers.
. lmpact upon family and personal life of officer
o Time consumed by the department in dealing with discipline.
. Discussion of the senselessness of many actions leading to discipline action.

Recognise the types of ethical dilemmas faced

. Scenarios

. Discussion of experience of parlicipants,

5.



6. Recognise and avoid the maintenance of inappropriate associations.

. Conflict of interest

. Communityexpectations

. Maintaining boundaries and avoiding the potential for conduct or associations
to be criticised.

7. ldentify the value and dangers associated with human sources.

. Outline Service policy

. Discussion of issues associated with use of human sources

. Dangerous Liaisons

. Strategies to avoid issues and ensure accountability.

8. Recognise the need for information security.

. Outline Service policy
o Exarflples of recent discipline matters involving information access or release
. Capabilities of the QPS in tracking and identifying inappropriate information

access or release.
. The link between improper access to and release of information and

inappropriate associations

9. ldentify the ramifications of improper alcohol and drug use.

. Consumption of alcoholwhile on duty.

. Presentation for duty while affected by alcohol.

. Protection of officers engaging in these practices by their colleagues.

. QPS drug and alcohol testing regime.

. Strategies that can be used to self report on substance abuse problem to the
ADA Unit and seek assistance.

. Managing drug-related integrity risks that may be encountered off-duty.

. Use of recent discipline findings

. how illicit drug use can compromise an officer's position and the QPS as a
whole.

10 ldentify strategies that can be used to self-report on substance abuse
problem to the ADA Unit and seek assistance.

. Capacity of ADA to assist officers.

. Benefits of seeking assistance over having it thrust upon you.

11. Understand requirements within South Eastern Region regarding the
performance e management system.
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{07) 55707956

I
t
I
I
I

I
I
t
t
I

I
I
t
I
I
I
I

l{

Our Ref:

Your Ref:
6 July 2010

TO: See Distribution

Chief Superintendent
Operations Coordinator
SOUTH EASTERN REGION

JOINING INSTRUCTION
SERGEANTS DEVELOPMENT AND LEADERSIIIP SEMINAR 2O1O

FROM:

SUBJECT:

l. You have been selected to attend the South Eastern Region, Sergeants Development
and Leadership Seminar on April, 6 2010. This instruction details all you need to
know to attend the seminar and to gain as much as possible from the information that
will be presented to you.

Aim

2. The seminar will provide information, attitudes and views on concepts not addressed
by formal QPS education and training sessions addressed in the MDP, CAPS books
and other training. The seminar will address the critical knowledge required to write
an effective resume and to communicate effectively both in the workplace and in an
interview scenario.

Conduct

3. The seminar will be conducted at the Surfers Paradise Police Station traini.ng room
from 0830hrs to i600hrs on Tuesday, April 6,2010. Relevant speakers have provided
their time to prepare and present for the sole reason of preparing Senior Constables
and Sergeants for promotion to the rank of Senior Sergeant. The seminar will allow
participants to challenge the views of presenters and for participants to relate their own
experiences and knowledge for the benefit of other participants.

Reporting

4. Participants are expected to arrive at the Surfers Paradise Police Station no later that
081 5 hrs on 6 April. The seminar will conclude at approximately 1600 hours.

Content
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A detailed program of events is shown below.
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0830 - 0850 lntroduction and welcome
AJC Wilson
C/Supt Hollands

0900 - 0950 Leadership Ethics and Professionalism
Theorv (Session 1)

C/Supi Hollands

0950 -  1010 Morning Tea

' 1 0 1 0  -  1  1 0 0
Leadership, Ethics and Professionalism in
Practice - Facilitated Small Group
Discussions (Session 2)

Facilitated by
serving Senior
Sergeants and
lnsnectors

1110 -1200 Resilience in the Workplace To be advised.

1240 - IXA LUNCH

1230 -  1320 Resume writing and interview skills Insp lan Sieber

1320 -  1400 Executive reporting requirements
Inspector lan
Thompson,
Commissioners
Staff Officer

1400 -  1500

Session 1 Lecture: Dealing with the
media.

Session 2 Group Work: Discussions, role
olavs and scenarios.

Ms. Rebecca
GLENN, Police
Media Brisbane

1500 -  1600 Co nclu sio n/feed backitravel C/Supt Hollands

{.

IAllowances, overtime, meals and incidentals I

6. No allowances, overtime or incidentals are assigned to this activity. The Service will 
Iprovide lunch and refreshments during the day. I

7. If participants have special dietary requirements please advise Senior Sergeanl I
Andrew Disley (on 55707976) no later than 3 April 2010. 

- r

Accreditation 
I

8. No formai accreditation attached to the seminar, Attendance may be recorded in

Performance Piaruring and Assessment (PPA) documentation. 
I

Parking

I9. The Surfers Paradise Police Station has limited parking. Parking is available at the I

Clpress Avenue, Car Park located 200 metres from the venue. The Service bears no

responsibility for private vehicles parked in this area. 
I

Pre Seminar study 

-^^ --.:rL +L^ ̂ ^*.i- I10. Seminar participants should famlhartze themselves with the seminar content and I

should be prepared to discuss issues associated with the subject matter. It is important r
to note that speakers will provide their own knowledge, experience and attitudes. An 

I

I
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integral part of the seminar will be generating the s1'nergy of learning associated with
the attendance of Sergeants from diverse workolaces.

Dress

11. Seminar participants will wear norrnal working dress of the day.

Greeting/Thanking Officers

12. Selected Seminar participants will be requested to greet and thank presenters.
Attendees will be provided with a personal bio on the presenter no less than thr before
the session. Greeting/thanking officers will greet and cater to speakers needs prior to
presentations, then provide a short bio on the speaker prior their presentation.

13. Greeting/thanking officers will provide a short summary of salient points and a
statement of appreciation at the conclusion of the speaker's session.

14. Greeting/thanking officers, in conjunction with Senior Sergeant Symons (0410
671097) are to ensure that any IT requirements of the speakers are catered for prior to
their presentation

Emergency procedures

i5. Emergency procedures for the Surfers Paradise Police Station building will be
provided during the introductory brief.

Summary

16. It is vital that the most qualified and suitable Senior Constables and Sergeants
progress to Senior Sergeant. It is equally important that talented and experienced
Senior Constables and Sergeants are availed of the opportunity to express the
knowledge, skilis and attitudes that are required to maximize their prospects of
promotion and to effectively serve on their current rank.

17. This seminar will provide guidance and information to prospective sub-officers so that
they can optimally position themselves to apply for positions by marketing their skills,
knowledge, attributes and attitudes to their best advantage.

18. I commend this seminar to you and I hope that it provides you with a valuable insight
into undertaking higher management and leadership functions within the Service.

S II HOLLANDS
Chief Superintendent
Operations Coordinator
SOUTII EASTERN REGION

Distribution
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Assistant Commissioner
Operations Coordinator
Regional Education and Training Coordinator
Regional Intelli gence Coordinator
Staff Officer - Operations Coordinator
Particioants
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0830 - 0850 Introduction and welcome tuC Wilson
C/Suot Hollands

0900 - 0950 Leadership Ethics and Professionalism
Theorv (Session 1)

C/Supt Hollands

0950 -  1010 Morning Tea

1010  -  1  100
Leadership, Ethics and Professionalism in
Practice - Facilitated Small Group
Discussions (Session 2)

Facilitated by
serving Senior
Sergeants and
Inspectors

1110 - 1200 Resilience in the Workplace To be advised.

1200 -,1230 LUNCH ,,',:;t"t'

1230 - 1320 Resume writing and interview skills Insp lan Sieber

1320 - 1400 Executive reporting requ irements
lnspector lan
Thompson,
Commissioners
Staff Officer

1400 -  1500

Session 1 Lecture: Dealing with the
media.

Session 2 Group Work: Discussions, role
plavs and scenarios.

Ms. Rebecca
GLENN, Police
Media Brisbane

1500 -  1600 Conclusion/feedback/travel C/Supt Hollands
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ISCENARIO 1.:

Conflicts of Interest:

Constable Jackson was off duty driving his vehicle with his girlfriend in the front

passenger seat. A vehicle approached Constable jackson rapidly from behind and as

a result he gave an offensive hand gesture toward the driver. The driver reacted to

the gesture by pulling out and driving alongside Constabie Jackson's vehicle.

The driver calied out an insult to Constable Jackson's girlfriend before changing

lanes in a manner which Constable ]ackson believed to be dangerous. Constable

Jackson pursued the vehicie and made a number of unsuccessful attempts to stop the

vehicle prior to writing down the registration plate.

Constable Jackson returned to the police station and became the informant in a

dangerous driving complaint. Constable jackson took a formal statement from the

only witness to the incident, his girlfriend, who was with him in the vehicle.

Outcome:

The judge was not convinced beyond a reasonable doubt on the evidence presented

that the accused drove dangerously. The judge raised further concerns in relation to

Constable ]ackson's decision to investigate the matter despite being involved in the

incident himself.

Although no specific findings were made, the allegation was that Constable |ackson
had the opportunity to fabricate the evidence and collude with the only other witness

in the matter (his girlfriend) in instructing her on what to record in her statement.

SUGGESTED DISCUSSION POINTS:

1. The situation could have been avoided by Constable ]ackson requesting

another officer to be the informant in the matter. His girlfriend would

have then had the opportunity to make her statement to an independent

officer, thereby negating any perception of a conflict of interest.

2. When off-duty should involve yourself in incidents only to the extent

where your involvement is proportional to the need for immediate police

intervention.

Unless an immediate response is required:
i. contact local police for help

ii, attend to injured people
iii. exclude anyone not invoived from area of danger

iv. closely observe the offenders for future identification
v. disengage if your safety is at risk

vi. minimise engagement with offenders

Constable jackson could have been held accountable for the foilowing:
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l . his initial offensive hand gesture which reflected an
unprofessional demeanour
his decision to pursue a private vehicle and not simply recording
the registered number of the vehicle and informing the local
police - that is his response was out of proportion to the need for
immediate police intervention
his apparent lack of regard for the safety of other road users and
duty of care in pursuing in a private vehicle without warning
lights or police insignia present
his decision to recall himself to duty when other alternatives
were available
his decision to be an i.nformant in a matter where the only other
witness present was his girlfriend.

t 1

111.
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v.
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SCENARIO 2:

People Management

You are the officer in charge of a Work Unit which has, for a considerable period of
time, achieved exceptional results.

However, you start to receive reports that a constable (who you have reluctantly
received on transfer due to a number of disciplinary issues at his past command) is
receiving favoured treatment and preferred shifts and special services from the roster
clerk.

None of the officers wish to complain to you openly about what is occurring.
As time passes, two distinct 'teams' form within the office.

Work output is declining with most of the time now being spent on the intrigue
associated with 'office politics'. Sick leave has increased substantially and severai
snippets of information about the office have also appeared in the 'Gossip Column'
of the local paper.

You approach the officer and he angrily denies that a probiem exists and accuses you
of disloyalty, workplace bullying, and harassment.

An anonymous complaint has been made to your District Officer about the
dysfunctional nature of the office. Mysteriously all surnames are in CAPITALS.

Your District Officer wants you to resolve the issues associated with your Work Unit

as soon as possible.

SUGGESTED DISCUSSION POINTS:

1. What information would you gather with a view to addressing this

problem?
2. What resources (documents, policies, people, and personal attributes)

would you draw upon to assist you in this process?
3. What iong-term strategies would you put in place to prevent a

reoccurrence?
4. What might be the longer-term consequences (for you personally the

organisation and the community) of the course of action that you adopt?
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SCENARIO 3:

Change Management

You have recently been appointed to a new Police District. The District Officer has
requested that you act as a 'change agent' with a view to improving morale and
eliminating a number of undesirable practices that have occurred within the District
prior to your arrival.

You quietly observe the dynamics of the District for a period of approximately 2
months. After careful observation you come to the conclusion that there are a
number of people who, despite their lack of rank are very influentiai in terms of the
control that they exercise over others within the District and are permeating a culture
of negativity and hopelessness.

What steps would you take to manage the desired change and ensure that a positive
"cultural shift" occurs?

SUGGESTED DISCUSSION POINTS:

What information would you gather with a view to addressing this
problem?
What resources (documents, policies, people, and personal attributes)
would you draw upon to assist you in this process?
What long-term strategies would you put in place to prevent a
reoccurrence?
What rnight be the longer-term consequences (for you personally, the
organisation, and the community) of the course of action that you adopt?
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Queensland Police Service

South Eastern Region

Sergeants Development and Leadership Seminar 6 April
2010

CURRICULUM

Seminar Concept

1. The Service currently provides significant education and training opportunities
to Sergeants in the fields of strategy development and strategic management as
well as operational and tactical management through the MDP 3 suite of
courses.

2. The opportunity exists for the Service to provide further opportunities for
Sergeants to develop through exposure to selected Service members and
extemal speakers who are prepared to share their personal knowledge of the
less tangible aspects of leadership, personal development and communications.

3. The South Eastern Region Sergeants Development and Leadership Seminar
will provide such opportunities by presenting the opinions and guidance of
selected speakers on two important topics:

o ldentifjdng and developing personal and professional skills in a Service
environment

e Communicating in a complex environment

Aim of the seminar

4. The aim of the South Eastern Region Sergeants Development and Leadership
Seminar is to provide Sergeants with exposure to the views and experience of
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established practitioners in order to assist in developing and preparing these
staff for higher appointments.

Obj ectives/Learning outcomes

Presenters

5. Selected presenters will be drawn from the Region as well as other areas of the
Service and beyond.

Course Program

6. A course program is shown below
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s1.1 Understand the importance of personal values ethics and
professionalism in the workplace

s 1.2 Recognise and manage anxiety and workplace stress
s 1.3 Identifv strateeies to balance work and non work time
s1.4 Understand mentorins. career plannine and coachine
s 1.5 Relate to the experience of a first vear Senior Serseant

S2 Communicatinp in a complex environment
2.1 Identify skills required for the effective presentation of information and

concepts
2.2 Identifv interview nreoaration and interview skills
L . ) Comprehend oolitical acumen conceots
1 A Develop media interview skills

Leadership Ethics and Professionalism

0950 -  1010 Morning Tea

1010  -  1  100
Leadership, Ethics and Professionalism in
Practice - Facilitated Small Group
Discussions (Session 2)

1110 -1200 Resilience in the Workolace

LUNCH

1230 - 1320 Resume writing and interview skills Insp lan Sieber

1320 -  1400 Executive reporting requ irements



Commissioners
Siaff Officer

1400 -  1500
Session 1 Lecture: Dealinq with the
media.

Session 2 Group Work: Discussions, role
olavs and scenarios.

Ms. Rebecca
GLENN

1500 -  1600 Concl u s io n/feed back/travel C/Supt Hollands
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Session S 1.1 Personal vatues, ethi0s and professionalism

Seminar Objective Identifying and deveioping personal and
professional skills in a Service environment

Learning Outcome Understand the importance of personal values
ethics and professionalism in the workplace

Suggested Teaching Points
Nominate or identify those personal values
that impact upon the performance of a
manager or leader.

Identify that the smallest lapse can be
amplified through the staff rumour system.

Staff perception is reality

Double standards and perceptions of
favouritism

Having justice seen to be done

Workplace relationships

Admitting mistakes or short fallings

Case Study Provide an example of a situation where
the personal values, ethics and or
professionalism of a manager had a
signifi cant impact upon subordinates
(either positive or negative).

o Ethical dilemma discussion

Confirmation of learning In session discussion, questions and feedback



Session S 1.2 Workplace anxiety, stress and resilience building l bqllncing
workwith life " ' ': ',

Seminar Objective Identifying and developing personal and
professional skills in a Service environment

Learning Outcomes o Recognise and manage anxiety and workplace
stress

. identify strategies to balance work and non
work time

Suggested Teaching Points o Managlng

Activity r To Lle adrrised
Confirmation of learning In session discussion, questions and feedback
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Session S 1.4

Seminar Objective Identifying and developing personal and
professional skills in a Service environment

Learning Outcome Understand mentoring, career plaruring and
coachins

Suggested Teaching Points What is mentoringand coaching?

Mentoring is not sponsoring

Why mentor or be mentored?

Selecting a mentor

Mentoring others - what they gain from you

How mentoring enhances your own
professional development.

Activitv nil
Confirmation of learning ln session discussion, questions and feedback



Identifying and developing personal and
ional skills in a Service environment

Seminar Objective

Relate to the experience of a first year SentorLearning Outcome

Sergeant to Senior Sergeant - the important

differences

Surprises, challenges and rewards

Personal behaviour and setting a higher

standard

The importance of leadership distance

The sub-officer culture

Operational, managerial and administrative

responsibility.

Suggested Teaching Points

I" **to" discussion, questions and feedbackConfirmation of learning
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Seqqion S 1.6

Seminar Objective Identifying and developing personal and
professional skills in a Service environment

Learning Outcome Understand the selection process for
Commissioned Rank.

Suggested Teaching Points
o TBA on advice from soeaker

Case Study a

Confirmation of learning In session discussion, questions and feedback



Session S 2.L Presentation skilts - effeclive,briefing, presenting and

'.  .  . :  .  . . :

Communicate in a complex environment
Identify skills required for the effective

tion of information and co
Learning Outcome

. Operational briefing up and down - the verbal
brief

Communicating strategy up and down

Formal briefing - expressing your opinion,
knowledge and findings

On the job training - how to motivate, guide

and influence your subordinate managers and

staff.

Suggested Teaching Points

Cornmunicating your leadership, command and

management philosophy

Communicate up and down on a major incident

Activity

Observation of attendees during practical exercisesConfirmation of learning
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Session S , ' r

Seminar Obiective Communicate in a comolex environment
Learning Outcome Identifv interview preparation and interview skills
Suggested Teaching Points The position description

Addressing selection criteria

Proof reading

Word count

Due date

Interview preparation

Case Studv Good resume bad resume
Confirmation of learning In session discussion, questions and feedback



Session S 2.3 Service Executive Repoit!.nng andPolitical acumen

Communicate in a complex environmentSerninar Obiective
Comorehend politicai acumenLearnins Outcome

Executive briefing notes, Ministerials and PPQ

Significant event messages - perceptions of the
executive and the need to consider
contemporary political, social and media
issues

Dealing with community, local, State and
Federal representatives

Community Consultative Committees,
Neighbourhood watch and public meetings

Public speaking - balancing the need to inform
with the need to protect the interests of the
Service.

Suggested Teaching Points

Fresent a poor and a good TASER SigeventCase Stud
In session discussion, questions and feedbackConfirmation of learning
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OPERATIONAL
MANAGERS
LEADERSHIP
WORKSHOP

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION



OPERATIONAL
MANAGERS

LEADERSHIP
WORKSHOP

Course Outline

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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OPERATIONAL MANAGERS LEADERSHIP WORKSIIOP COURSE
OUTLINE

COURSE CODE: Pending

TARGET GROUP: Senior Constables/Sergeants

OUTLINE

The workshop has been developed to address issues arising from Project Grinspoon
and has incorporated material from the paper, Strengthening ethical practices and
behaviour within police agencies in Australia and New Zealand (2009).

The workshop covers the following broad topics:

o The importance of frontline supervisors
o What is unethical behaviour
o Community expectations of the QPS
o Current environmental trends for the QPS
o Ethical slippage
o Early indicators of greater unethical conduct
o Leadership dilemmas and strategies for dealing with them
o The impact of failing to act when confronted with unethical conduct

DELIVERY METHOD

The workshop is delivered to groups of up to 24 officers at senior constable/sergeant
rank by inspectors and senior sergeants nominated by the relevant district.
Participants undertake a "self-assessment" early in the session. The self-assessment is
designed to allow participants to consider their own strengths and weaknesses, and
those of their colleagues, in respect of ethical conduct, professionalism and
leadership. This process is also intended to make participants more receptive to the
messages delivered during the workshop.

Participants are divided into groups of five or six officers and assigned three scenarios
from the bank of scenarios to work on and are provided with the activity sheet. A
spokesperson from each group reports at the end of their discussion of the activities.
Placing the scenarios in order of significance has proved to be a means of promoting
substantial discussion. The individual and goup behaviours or indicators (sourced
ftom Strengthening ethical practices and behaviour within police agencies in
Australia and New Zealand (2009)) are handed out, and shown in the power point
presentation, for the reference of the groups prior to the group discussion.
An evaluation is completed by participants at the end of the workshop.

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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Table 1: Individual behaviours linked to significant unethical conduct

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION

Page I of2
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Personality Issues:
o Arrogance
o Narcissism
o Bad language
o Disliked by colleagues
o Poor workplace relationships
o "high-risk"lifestyles
Abuse of Power:
o Use of inappropriate force
o High number of complaints made by

public and other officers
o High dog bite rates or similar issues
o Recklessness
o Not calling pursuits or failure to

discontinue when required
o Covering up / collaborating after the

fact
o Exercising summary jurisdiction
Incivility and rudeness
Lack of diligence
Inappropriate informant
management/association with the wrong
sorts of people
Excessive sick leave, particularly on
weekends and Friday and Saturday nights
High-risk associations
Inappropriate use of information:
o Gaining access to confidential

information
o Misuse of internet
o Unauthorised release of information to

media
Embellished evidence to get a prosecution
Focus on specific cases eg. drug offenders,
prostitutes
High/low level of drug seizures against the
avefage

Poor work performance:
o Doing bare minimum/unfinished

work
o Sloppy paperwork - not recording

jobs (particularly in plain clothes
areas)

o Different handwriting in daily diaries
o Laziness - not committed and no

drive;just 'collecting a pay cheque';
failure to respond to incidents/report
for duty as required

o Poor timekeeping
o Focus of work is only on the

measurable targets - high volume
versus more time-consuming
activities such as investigations

o No shift in arrests/progress made on
investigations

o Failed prosecutions
Tardiness
Lack of empathy
Alcohol issues:
o High levels of drinking
o Stale alcohol onbreath
o Drinking whilst on duty
o Drink driving
o Fighting

Demonstrated cynicism regarding ethics
Discriminatory behaviour
Lack of pride in appearance
Disregard for property and inappropriate
use ofresources
Desire to work with specific staff - like-
minded
Non-compliance with uniform (wants to
get noticed)
Inappropriate use of time (doing personal
things whilst on duty)

a

a

a

a
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Table 2: ldentified 'at risk' group behaviours

Australian and New Zealand School of Government (ANZSOG) 2008 Cohort Work Based
Project - Team 8. (2009). Strengthening ethical practices and behaviours within police agencies
operating in Australia and New Zealand. (pp.26,28).

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION

Page 2 of2

. Duty failure | . High rates of excessive force complaints
o Taking short cuts in work I lauring arrests, dogs bites, oleoresin
o 'Noble cause' focus - just getting the I capsicum (O/C) sprays)

job done | . Excessive socialising with colleagues
o High perforrnance at the cost of | . Cliques and alienation of others

integrity | . Failure to report issues
o Internal management - poor | . High arrests rates, but lower than average

correspondence, legislation not being I conviction rates
followed | . Non-compliance with uniform (elite squads

o Evidence handling I dressing differently, designing their own
. When matters are investigated, the cover- | uniform)

up invokes the 'code of silence'
. High number of social functions where

alcohol is a
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Self Assessment
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Self-assessment

Please indicate the extent to which you agree with the following statements:

Strongly Strongly
disaeree asree

Comments

Leadership
I am a positive role model I 2 a

J 4 5
I perform my duties with integrity and
professionalism I 2 J 4 5

I communicate the importance of
professional and ethical conduct to my
staff

1 2 J 4 5

I have the confidence and trust of mv
staff 1 2 J 4 )

My influence contributes to a
professional working environment

I 2 a
J 4 )

When confronted with a problem, I
look for a solution

2 J 4 )

I do my best to promote a positive
attitude in those around me

I 2 J 4 5

I communicate to staff the risks to
ethical and professional conduct which
exist in my workplace

1 2 J 4 5

I treat people fairly and with dipnitv I 2 J 4 5
Active Management and Supervision
I take responsibility for the
performance of my team

I 2 J 4 5

I know my staff, what they do, and
how they do it

I 2 J 4 5

I actively manage work perforrnance
issues as thev arise

I 2 a
J 4 5

I support the continuous improvement
of mv staff

1 2 a
J 4 5

I am prepared to give guidance or
instruction to my staff even through it
mav involve a difficult conversation

I 2 J 4 5

I monitor staff compliance with
workplace policies and processes 1 2 a

J 4 5

Mv Team
The staff in my team demonstrate
inteerity and professionalism I 2 J 4 5

The staff in my team demonstrate a
positive attitude to their work

1 2 J 4 5

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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The staff in my team know what
constitutes proper and improper
conduct as a member of the

The staff in my team take pride in the
way they carry out their duties
I can trust my team to do their job
when I am not around
The staff in my team comply with the
Service's Code of Conduct
The staff in my team comply with the
Code of Dress and Appearance
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OPERJ\TIONAL
MANAGERS

LEADERSHIP
WORKSHOP

Power Point
Presentatton

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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The importance of Senior
Constables and Sergeants

> Pivotal in delivering corporate aims and objectives and
meeting public expectations

> Source of high level of skills and experience to assist
junior staff

> Key providers of leadership, coaching and mentoring
> Custodians of professional standards and excellence in

service delivery
> Shapers of ethical health in the workplace
> Capacity to set the tone operationally
> Builders of organisational culture from the frontline

SELF.ASSESSMENT

Please complete the self-assessment
guestionnaire.

Try to be honest in your responses - they
will not be handed in or shown to anyone.

What is your role?

> /s fhe role of S/Cons and Sgts mostly that
of supervisorg leaders, or managers?
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What is your role?

> /s fhe role of S/Cons and Sgts mostly that
of supervisors, leaders, or managers?

> Ro/es interrelated - effective superuision
requires leadership qualities to gain trust
and support of subordinates.

> Leadership inevitably involves
management of people, resources and
processes.

Discussion

> What are the attributes of a good leader in
the QPS?

> Think about a police officer who you
consider to be a good leader - what did
they do differently from poor leaders that
you've known?

Challenges for the operational
manager

> Dynamic and difficult environment
> High workload
> Limited human resources
> Limited physical resources
> Morale issues and poor attitude
> Not always being aware of the reasons for

management decisions

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION
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Qualities and capabilities
> What qualities does a good supervisor need?

Examiles:
> Confidence to challenge standards
> Being prepared to have difficult conversations
> Being able to clearly state expectations
> Preparedness to make decisions
> Ability to articulate rationale for action
> Abil ity to build relationships with junior and

senror ontcers
> Competence - to gain respect

Ethical Behaviour
> Sgfs and S/Cons play pivotal role in frontline

management
> Are the ones mosl likely to be aware of

i n a p pro pri ate b e h av i o ur
> Are best placed to intervene effectively and

quickly before problems esca/afe
> Because they:

. Know the members

. Know the behaviour

. Know the supports/resources lo asslsl

. Able to monitor future behaviour

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION

Leadership Dilemmas

> What are some of the most difficult
aspecfs of being a supervisor in your
station?
. Shift from being just one of the boys
. Role of confronting negative behaviour -

h av i ng d iffi c u lt conversatio n s
. Managing upwards - filling the space

between troops and managers
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Leadership strategies

> Lead by example
> Set clear parameters for the type of

conduct which is acceptable
> Make confident decisions
> Communicate with staff
> Value staff

Active Management and
Supervision

> Use available management tools
> Know your statf
> Examine performance
> ldentify complaint trends
> ldentify potential issues
> ldentify opportunities to coach and

promote learning
> Be available

Indicators of "at-risk" officers

> Indicators from "Strengthening Ethical
Practices" Report ( Handout)
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Activity

> ln your group, discuss the scenarios
you have been assigned and answer
the questions for discussion.

lmpact of failing to act

> Slippage - things going from bad to worse
to terrible

> lmpact on workplace
> lmpact on individual
> lmpact on families
> lmpact on public confidence
> STRESS

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION

Tools at your disposal

> Service policy
> Performance Appraisal
> Support services - ADA, HSO, Chaplaincy
> Senior Officers
> Your own networks
> Compass
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WORKSHOP

Activity Scenarios

Prepared by the Regional Education and Training Unit
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Scenarios

A constable uses obscene language during dealings with a compliant
offender during a traffic intercept.

Two constables on your team regularly confiscate and destroy drugs from
offenders without taking any enforcement action or recording their actions.

A senior constable runs a private business, in which he sells and installs
security devices, such as alarms, special locks, etc. The senior constable
does this work during off-duty hours. However, you are aware that the
senior constable uses information obtained from their oolice duties to
source appropriate clients.

A constable uses the QPS e-mail system to exchange suggestive e-mails
with a female who has a lengthy criminal history. The constable has told
other officers that the female is his informant. You are aware that the
female is not registered as an informant.

Two constables regularly visit a licensed brothel where they accept free
coffee and soft drinks. You are aware that there have been recent reports
of the brothel operating outside of the conditions of its licence.

You become aware that four officers in your team frequently gather for
what they refer to as "choir practice". You understand that this involves
the officers drinking alcohol in a public park near the police station after
late shifts and that other officers on the team are excluded from attending.

You are aware that a constable on your team has on three separate
occasions been involved in fist fights at night clubs while he is off-duty.
There have been no criminal complaints made against the officer as a
result of these incidents.

A constable refuses to take a complaint of bodily harm from a member of
the public who has been assaulted by a nightclub bouncer. You are aware
that the nightclub at which the bouncer is employed allows free entry to
off-duty police.

A plain-clothes senior constable and his girlfriend arrive at your office while
other officers are on duty. Both are intoxicated. The senior constable
asks an on-duty officer to drive them both to his girlfriend's home which is
about thirty minutes away.

10.A constable on your team who has always been a good worker has
recently seemed to have difficulty in controlling his temper when dealing

Prepared by the Regional Education and Training Unit
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with suspects. You are aware that there have been rumours in the past
that the officer has used steroids to assist with his weight training.

11.An off-duty senior constable tries to avoid a random breath test.

12.A constable accepts a slab of beerfrom an appreciative local business
owner after an attempted robbery.

13. Two constables make racist comments toward a group of youths at a train
station, and tell them to move on despite no indication of trouble or
wrongdoing.

14.You notice that while work rates are evenly spread across your team,
minor injuries such as facial cuts and abrasions, and bruising and minor
lacerations caused by handcuffs being applied too tightly, tend to appear
on suspects arrested by two particular constables. These two officers
prefer to be rostered for duties together.

15.An on-duty officer uses an unmarked vehicle attached to your office to
collect his seventeen-year old son who has become extremely intoxicated
after attending a party.

16.A constable has downloaded sexually explicit images of a suspect from
her mobile phone while the suspect was in custody for shop stealing.

17. A group of three officers in your team who are known to have a high level
of skills in firearms and operational skills and tactics have all adopted the
practice of wearing no name tags, wearing dark blue T-shirts under their
uniform shirts, and wearing particularly faded trousers and caps.

18.A detective senior constable pushes a suspect's head into a doorframe,
causing a minor laceration to his forehead, after the suspect makes a rude
comment about the detective's physical appearance.

19.A popular member of your team regularly vocalises to junior constables his
disregard for Service Policy regarding Taser use.

20.You overhear members talking in the meal room about a constable who
drove a car home from a party early Saturday morning. The constable had
been drinking alcohol and was intoxicated. The constable collided with a
gutter on the way home, causing damage to the front tyres. The vehicle
was no longer driveable, but there was no major damage or injury. The
constable left the vehicle at the side of the road and walked home.

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION



I
I
T

I

I
' !

T

21.A young constable forms an intimate relationship with a known member of
an outlaw motorcycle gang.The constable has not mentioned the
relationship to their supervisor or colleagues. The constable knows that
the people their partner associates with (who visit the residence often) are
amphetamine users, but has not witnessed the partner engaging in serious
criminal activity.

22.While in uniform, an officer visits the home of a friend's ex-husband. The
man and his former wife are involved in a custody dispute, and the officer
implies that physical harm will come to the man unless he agrees to the
ex-wife's demands.

23.Two constables repeatedly and without provocation strike an offender
arrested for child abuse. The blows are delivered with open hands and
there are no visible injuries to the offender. The man has previous child
abuse arrests.

24.4 first-year constable is being bullied and harassed by two members of
your team and has twice had his personal property vandalised.

25.4 constable takes a part-time job as a security guard at a nightclub partly
owned and managed by an outlaw motorcycle gang.

26.4 constable uses OC spray on a verbally (but not physically) abusive man
in a police cell.

27.4n on-duty constable comes across a vehicle that has been driven off the
road. They find that the driver-an off-duty officer-is not hurt but
extremely intoxicated. Instead of reporting the accident and the offence,
the on-duty officer transports the driver home.

28.Two plain clothes officers fabricate grounds for a search warrant on the
home of a recidivist drug offender.

29.A senior constable routinely performs unlaMul QPRIME checks to obtain
information about potential customers for their brother's private security
business.

30.An officer deliberately misplaces CCTV footage which may support a
complaint of theft made by a member of the public against a police officer.

31.Two members fabricate a story about a pursuit to cover up reckless driving.

32.4 constable takes a carton of cigarettes at the scene of a break and enter.

Prepared by the Regional Education and Training Unit
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OPERATIONAL MANAGERS LEADERSHIP WORKSHOP 2O1O

DEALING WITH UNETHICAL CONDUCT

Part I
In your Broup, discuss the scenarios you have been assigned and order them from
most to least serious. Why you have put them in this order?

Part2
What are the potential impacts upon the QPS for the acts described in each of the
scenarios?

Prepared by the Regional Education and Training Unit
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Part 3
Refer to the list of individual and group indicators which you have been provided.
What individual or group indicators apply to the scenarios you have been assigned?

P*t 4
In your group, discuss what action a supervisor should take in relation to the conduct
identified in the scenario you have identified as the least serious.

Consider:
How you would deal with the member/s involved
Wat actions you would take regarding any other persons who may be
involved
Any actions you would take regarding recording or notifying others of the
event
Vfrhat, if any, action you could take to reduce the likelihood of repetition of the
conduct

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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Part 5
Do you have any suggestions for measures the QPS could take in addressing the types
of behaviour identified in the scenarios?
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OPERATIONAL MANAGERS LEADERSHIP
WORKSHOP

Evaluation

Informed Gonsent
Introduction

You are requested to complete the following evaluation form by responding to all
questions/statements. However, you are advised that participation in this evaluation is
voluntary and you may choose to withdraw at any t ime.

What is the purpose of this evaluation?

The purpose of this evaluation is to collect information from participants on the effectiveness
of the training you are undertaking. The information you choose to provide will be used,
where possible, to improve the training we deliver and the services we provide.

How will the information be used?

The information you choose to provide may be summarised in an evaluation report which
will be used to determine the effectiveness of the training. Any information you provide will
not be l inked or traceable to vou as an individual.

Am I required to identify myself?

You are not required to identify yourself. The information you provide will remain
confidential,  in that i t  wil l  not be l inked or traceable to you as an individual in any subsequent
evaluation report or presentation relating to the evaluation f indings.

How long will the evaluation take to complete?

This evaluation should only take about 5 minutes of your t ime to complete.

How do I complete this evaluation?

The fol lowing pages contain questions/statements relating to session you wil l  be attending.
Each page contains a number of statements about the course with each accompanied by a
series of responses. Please read each question carefully and respond according to the
instructions given.

For example, in the Demographic Information section you wil l  be asked 'What is your
gender? Simply place a t ick (/1 in the appropriate box. In other areas of the evaluation you
will be provided with a statement in relation to the training your have received and then you
will be asked to rate your level of agreement or disagreement with the statement by placing a
tick ({ in the appropriate response box.

Prepared by the Regional Education and Training Unit
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Should you encounter any problems completing the evaluation, please ask one of the
instructors/facilitators for assistance.

Prepared by the Regional Education and Training Unit
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OPERATIONAL MANAGERS LEADERSHIP
WORKSHOP

What is your gender?

I  Female I Male

To which age group do you currently belong?

| 16-20 yrs ! 21-25 yrs | 26-30 yrs ! 31-35 yrs ! 36-40yrs

D 41-45 yrs ! 46-50 yrs | 51-55 yrs I 56-60yrs

How many years have you been employed by the QPS as a police
officer?

3.

D Less than 1 year E 1 to 3 yrs

! 16 to 20 yrs [ 21 to 25 yrs

4. What is your appointed rank?

! Gonstable I Senior Constable

! Senior Sergeant I Inspector

l4 to6yrs  !7 to10yrs  !  11  to15yrs

E Greater than 25 yrs

! Sergeant

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION

As a result of attending this training: B$
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I have considered my strengths and weaknesses as
a leader and manager

I have gained a better understanding of the
importance of providing leadership and supervision
to junior officers

I have considered the impact that unprofessional or
unethical conduct has upon the QPS

I have a greater understanding of some of the early
indicators of significant unethical conduct
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Coomera District

Sergeants Development
Workshop

Time Table
Opening, District Vision & Challenges
Olsdct fficr.Inspsrd Sbvs Ftoil

Leadership
lnq*bGryPdd

Morning tea

Complaint Managemeot
l.sp-td Gry Pffid

l1.ooam Slippage In Ethical Practices and Behavlour

0.00ah

9.30am

10.30am

10.45am

l2.ooFh Lunch

12.30pm Supervislon, Communication, & Negogation - SERGEANTS
S.nbrSq..nt Mdt M.toy

3.oopm Closure
hspsl* Shw Fld

3.10prn Job applications + lr*erviewing skills
lGrtrG{y Pffd

:

LEADERSHIP
. Wlat is it?

. Leadership v Management

. Who are the leaden in the QPS?

. What are the traits of a leader?

. Natural v leamed?

. Can it be developed?

. Types ofleadership?

. Command and Control

. Leadership in a crises 3
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(Sir Ernest Shackleton)

Introduction i:, '*
. The Endurance expedition (1914- 1916) i:', :#,

.  28 men,68 dogs

. Ship trapped in ice in Weddell Sea in Antarctica for 11
months

. Ship crushed by ice in November 1915

. Men left with 3 small boats

. Spent next 5 months drifting on iceberg

. Sailed to Elephant lsland (April 1916)

. Shackleton + 5 sail to South Georgia

. Trek across glaciers & mountains to Whaling Station

. 30 August 1916 - crew rescued from Elephant lsland - all
28 survived

Topics of Discussion
i , l i  :  : r : r . ! '  Exped i t i on -asuccess fu l f a i l u re

r' ,i,, r Shackleton never led a group > 28

. ..ffi,;. . Failed to reach nearly every goal he set
' lgnored good advice
. However, considered the best ever

leader in a 'cr ises '
. Leadership built upon camaraderie,' .:. ' i. . , :i; r Leaoersntp Duill UpOn Camaradene,

.. ..." ... 
'r , loyalty, responsibility, determination &

(above all) optimism

r Lessons from Shackleton
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1. Developing leadership skills
r Cultivate a sense of mmpasion & responsibility for otheF
r Once you make a career dsision stick to it through the tough

reamrng penod
. Do your part to help create an upbeat work environment
. See things through different perspectives (leads to greater

ffsibility)
. Seize new opportunilies & leam new skills
r Tum setbacks & fallures to your advantage
r Be bold in vision and careful in planning
r Leam from pasl mistakes
. Never insist on reaching a goal at any cost
. Don't be drawn into public disputes with rivals (you may need their

cooperalon one day)

Selecting & organising your statf
r Start with solid core of known & trusted workers
. No. 2 is vital - complementary & loyal; but not a 'yes

man'
. Staff must share your vision
. Recruit creative persons with personality & values
. Encourage camaraderie, loyalty & optimism
. Look for recruits who are willing to tackle any job
r Don'tfeel threatened bythe expertise ofothers
. Enable effective communication processes
. Provide the best equipment you can afford

Forging a united & loyal team
r Take time to obserue before acting
r Changes should be aimed at improvement
. Open door policy
. Establish order and discioline
. Provide challenging tasks
. Have ernployees work togelher - lsds to trust, respect & even

friendshid
r Be fair & impartial - even lhe favoured feal uncomfortable
. Lead by example - it gives you the opportunity to set a high

siandard
. Have regular gatherings - fomal & informal
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4. Developing individual talent
r Createthe'right'workenvironment
. Promote the well-being of your staff (health bodies & minds)
. Challenge every employe
. Promote appreciation for efforts and contibutions
. Match the peEon to the position
. Give consislmt feedback on performance
r Striveforwork relationships that have a human as well as

profssional element
r Reward the individual as well as the group - public

ackndedgement makes an employee feel appreciated
r Be toleEnt -tnow each employe's strengths & weaknesses, and

set reasonable expectations

. Getting through a crises
r lmmedialely addcss the staff - take charge, offer a ptan ot action, 6k for

suppon & snw absotute confldence in a positive out@me
. Olrect leadeEhlp is crucial in emergency situatims
. Plan seve€l options In deiail - mnsider posslbte @nsequenG but keep

an ey€ on the big pictrre
. Streamline ope€tions
r Keep slaff on couBe - ocasional cality check may be needed
. Keep y_our mal@ntmts close io you - try to win them owr and gain their

suppon
r Defusetension
r Let god the past - dml blame or mste time on past mistakes you €n't

cnange
. Gel advice & infomation from a variety of soure but uttimately make

dsisions on )€ur oM bestjudgemeni
. Let all people Involved in the crises pa.ticipate in he solutjon
. Be_patient - sometimes the best @uce of ac0on is to do nolhing but

wattfi and wait
. Give ypur staff plenty of time to get used to the ldeas of an unpopular

oecs0n

6. Forming groups for tough tasks
. Divide siaff into teams - they won't all be equal
. Give the tedious tasks to 'workhorses' who don't

complain
. Empower team leaders
r Don't be afraid to change your mind when things aren't

working
. Be self-sacrificing
. Give a show of confidence in those acting in your stead
. Neverconfront an individual on theirweaknesses in

front of others
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. Determination to move forward
. Go for broke - sometimes the ootential rewards at the

end of a daring venture justify the risks of a failure
r Seek inspiration from others & keep your perspective
. Congratulate yourself and your staff when a job is well

done
r Motivate your staffto be independent
. Let your staff inspire yoL
. Make sure the whole job is done - you have the

responsibility to see the work through to its successful
completjon

Questions ?

r Shackleton's thoughts on leadership -

r There are lots of goods things in the world, .. .
comradeship is the best one of them all

o Optimism is true moral courage
o Leadership is a fine thing but it has its penalties .. .

the greatest is loneliness
o The loyalty of your staff is a sacred trust you carry

- you must never betray it
o lf you are a true leader your have got to keep going
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Complaint Management

. RoleofSERPPM

. Role of District PPM

. QPa64 v QP46s v QP466

. Delegation ofinvestigation files

. Delegation of PI (MR) files

. Completion ofinvestigation files

. Completion of PI (MR) files

. Verity

Slippage in Ethical Practices
and Behaviour

Assistant Commissioner Paul Wilson

r Supervision
r Ethics
r Responsibilities (in relation to staff)
r Guidance (leadership)
. Enthusiasm (self & motivation of staff)
r Appraisal (PPA requirements)
r Negotiation/communication
r Transparency (in actions)
r Slippage (prevention of )



The Robber's Cave
Experiment

Muzafer Sherif, 1954
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Performance
Appraisalv Management

gberrdFfr h*tu
&4crqirft M

ffiTl_riT--ffik
tutotry* of,v&kr

PGrlcrf, anca hAmagerneni

r Salesperson
r Educator
r Referee
r Guardian
r Expert (on everything)
r Administrator
r Negotiator
r Team Leader
r Shrink
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We cannot so/ye our problems with
the same thinking we used when

we created them.
Albert Einstein

Tactical Commun ication

"The ability to say the
right thing in the right
way and at the right

time so as fo achieve a
desired result or a
desired response."

Verbal v Non-Verbal
Communication

t 7Yo Yerbal, 38% tone, 55%
body

r Silence is an important
communication tool
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Positional Negotiation

r Positional Bargaining is a contest of will

r The more a party clarifies their position and
defends it against attack - the more committed
they become to it

r Ego becomes involved and people don't want to
lose face

Interests

r Position - What You Want

r lnterest - Why You Want it

r Interests are closely related to
neeos

r Need to also consider what
the other party want
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Motivation

Feedback

. Praise in public - Reprimand in private

. Always documentfeedback

r Correction is essential for development

r Appropriate feedback and supervision is not bullying

r lt's all in the delivery

Non-Financial Incentives

. Offer sincere praise and recognition
' Give appropriatefeedback on

perlormance
' Encourage participation (teamwork)
. Increase accountability"for their own

work
. Give completeunits ofworkwhere

possible
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Supervision of Staff is like-a 
Full Wheelbarrow

Once it is moving, you just need to
keep up the momentum and exercise a
bit of control.

If it falls over, an awful lot of work is
required to get it back to its previous
state.

Attrjbutes Supporting
Communicdtion

. Assertiveness
- Say what you mean
- Speak with authority
- Respect other people and their views
- Be empathetic to the situation ofothers

. Integrity
- Mean what you say
- Be honest
- Accept and rectifr your own mistakes - manage

me mtshkes oI others

Management Style

Autocratic
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Ghanging Ski l l  Set During
Career Progression

Junior Level Senior Level

Perceptions

JI(+
Jihad

To struggle to improve one's
self or society

Bataris Box
f MyA"ttu,r" I tryB"h",,r*i

FB"h"ri*.] F*Atttt,'d;l

/ /ffi ,o&'.
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Job applications & Interview skills
. Where are you now and where are you heading?

o Current skills/competencies
o Required skills/competencies
o Family considerations

. Dangers 9f multiple applications (cutting and
pasting of KSCs)

r The application:

o What is the position (function)?
. What are the principle responsibilities?
. What are the key selection criteria?
. Don'tjuststarttyping! $

Closing comments

r Final address by the Coomera District
fficer - Inspector Steve Flori

Questionsw

How to address the KSGs:

. AlEys rclate back to lhe functlon and prlnciple r*Fnsibiiti6

r Urdo the Frde
' Whet b @ch KSC ectually skiE tor?
. Elerentbo
. your *mds - write down (2 pd dfrsn)
. Put eefrds inb each ddent €t€gory

. R€dothepuzde

. Condruct the applietion (ce h€dlngs and dot points) -

. S - S&.td

.  T - T d

.  A . t u { m

.  R - R 6 s .

. "Find a friend' - the wlue of p@f rcading

. Youamust sell )puFdl bd be fadel. The penel €n only rely on the infomfEn ih

13
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The interview:

. Be confident
' Sell yourself
r Use verbal and non-verbal communication skills
. There will always be at least one question for each

KSC
r Answering a question -

o | - lssues
o R - Rating
I A - Action

. Conclusion to interview -
o Sell yourself

Questions ?

li
li

l:
ll

Example of elementising a KSC -

"Demonstrated high level of skill in oral and written
communication and negotiating with officers at all

levels and the public in general"

r Demonstrated high level of skill in:

o oral communication
. written communication
r negotating with:

* officers at all levels: and
* the public in qeneral 0

t4
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Supervision

Supervision refers to the activities conducted by individuals who have a
responsibility to oversee the productivity and progress of employees who
report directly to the them. Supervision is a management activity and
therefore supervisors have a management role in the organisation.

Supervisors perform all the management functions of planning,
organising, leading and controlling, however such activities relate to the
day to day activities of the organisation rather than the more strategic
aspects generally linked to more senior managers. The terms supervision
and management, as they relate to staff are therefore interchangeable.

Supervision requires constant vigilance, consider the analogy with the
following well-known example:

Consider a building with afew broken
windows. If the windows are not repaired, the
tendency is for vandals to break afew more
windows. Eventually, they may even break
into the building, and if it's unoccupied,
perhaps become squatters or lightfires inside.

Or consider a sidewalk. Some litter
accumulates. Soon, more litter accumulates. Eventually, people even start
leaving bags of trashfrom take-out restaurants there or breaking into
c%rs.'

Supervisors have the front-line responsibility for ensuring that standards
are maintained. Failure to address minor performance issues such as
tardiness, lack of attention to detail, failure to meet deadlines and poor
dress standards, can very quickly develop into substantial liberties being
taken and substantial degradation within the work unit. Failure to
monitor and take action (and document such activity) can leave
supervisors with very little recourse when the more serious matters
develop.

' James Q. Wilson and George L. Kelling. 'BROKEN WINDOWS: The police and neighborhood
safety" accessed via http://www.manhattan-institute.org/pdfl_atlantic_monthly-broken_windows.pdf

Coomera Police District
S ergeants Development Workshop

10 March 2010
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Sup ervis ion Es s entials

The key factors to be focussed on by supervisors are:
communication, negotiation, leadership, motivation, career planning and
development, perfornance management, conflict resolution, team
building.

The following list of these attributes and how they link to each other is a
very simplistic demonstration of how the key component to being a good
supervisor is to have good communication skills.

r a strong team has less conflict
. with less conflict the performance of members is often better
o if people perform well they are better placed in relation to career

development
r people with a career plan are generally more motivated
r motivated people are easier to lead as well as being better leaders
o good leaders make good negotiators
r negotiation is no more than a style of good communication

EVERY THING COMES BACK TO GOOD COMMUNICATION

Key Supervisor Attributes

Assertiveness and Integrity are two of the most important attributes of a
good communicator and subsequently they are essential for a good
supervisor.

Assertiveness Integrity

. Say what you mean

. Speak with authority

. Respect other people and
their views

o Be empathetic to the
situation of others

r Mean what you say
o Be honest
o Be Transparent
r Accepthectify your mistakes

- manage the mistakes of
others

o Take responsibility for your
own actions and for things
that occur within your sphere
of influence

2
Coomera Police District

Sergeants Development Workshop
10 March 2010
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People Management/Supervision Style

At some stage we have all probably known a person who was autocratic
in the way that they deal with people. Being very directional and
authoritative can however have its place when supervising staff. By the
same token we have probably all known people who we may consider
easily swayed or a bit too warm andfuzzy - this too however is suitable
in certain circumstances when managing staff.

La

Many people indicate that a suitable management style would sit in the
middle, or a little to the right of middle on the above continuum. A good
management style however is one that can adapt to the situation and
address the circumstances using appropriate interpersonal and
management strategies, depending on the issues that they are faced with.

Perceptions/Biases

A key skill of a good supervisor is the ability to recognise personal biases
and perceptions and control them. It is how, as an individual, we manage
the biases and perceptions that we have, that is a key factor in how
professional we can be when dealing with a diverse work force. Just
because there is a person who is not the greatest performer and maybe has
a poor attitude, does not give a supervisor justification to treat that person
in a demeaning fashion - this does not mean that they should not be
treated differently. Equity is not equality and different people have to be
treated differently - it may however require a supervisor to treat someone
'better' - i.e. give them a development opporfunity to motivate them,
provide them with a mentor etc. This is not always suitable, but a
supervisor must look at innovative ways to achieve results.

It is our choice how much impact our biases have - on us, and on other
people. If our biases control us, rather than the other way a.round, there is
little chance that we can perform professionally, particularly in the role of
supervisor.

Coomera Police District
Sergeants Development Workshop

10 March 2010

@
Autocratic

#
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Everyone is a prisoner of his own experiences. No one can eliminate
prejudices - just recognize them.

_ http ://www. quotationspage.com/quotes/Edward_R._Murrow/

Edward R. Murrow (1908 - 1965),
television broadcast
December 31. 1955

Never try to reason the prejudice out of a man. It was not reasoned
into him, and cannot be reasoned out.

http ://www. quotationspage. com/quotes/Sydney_Smith/
Sydne)' Smith (1771 - 1845)

Changing Skill Set Required During Career
Progression

The above diagram indicates the skill set required at a junior and senior
level within an organisation. When at the entry/lower levels of the
organisation it is imperative that an employee have a higher level of
technical skills, whereas this is not as important for senior managers.
Interpersonal skills are always important, however management skills
become more important when at a higher level

Many organisations, particularly govemment organisations, such as
police, education, health etc, tend to promote their staff from within and
generally as a result of the persons solid technical skills. Unfortunately,
holding a high level of technical skill and a low level of managerial skill
does not translate into effective management processes as a person
advances through an organisation.

Coomera Police District
Sergeants Development Workshop

10 March 2010
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MANAGERIAL SKILLS

TNTERPERSONAL SKILLS

TECHNICAL SKILLS
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What is communication?

Communication has a multitude of definitions which is indicative of how
complex the concept of communication is, and how communication can
rnean different things to different people. Rather than define
communication, Watzlawick' proposed 5 axioms of communication.
Although developed in 1967, these axiom's remain relevant and are
continually referenced in discussions, not just on what communication is,
but also on the interpretation of communication.

Axiom 1

"One cannot not communicate"

We continually communicate - our mere presence communicates many
things to many people. Any action or behaviour is a source of
communication - it is impossible not to communicate. Even when asleep
we communicate - a person observing us asleep will generally identi$r
that we are sleeping and largely assume that we do not want to be
disturbed.

Axiom 2

"Every communication has a content and relationship aspect such that
the latter classifies theformer and is therefore a meta-communication"

Communication is more than the words spoken and the other verbal and
non-verbal nuances that go with the spoken word. The relationship
between parties will affect how the communication is interpreted. We
communicate differently with different people such that the
communication will not be perceived or interpreted incorrectly. Whereas
a person might be quite comfortable telling a dirty joke in a pub on a
Friday afternoon to a group of friends, they might not be so comfortable
telling the same joke in front of their boss and colleagues in the Monday
morning management meeting. Both the delivery and the reception of
messages will vary depending on the relationship between the parties and
the parties perception of this relationship.

'P. Watzlawick, J. Beavin-Bavelas & D. Jackson, "Some Tentative Axioms of Communication" in
Pragmatics of Human Communication - A Study of Interactional Patterns, Pathologies and Paradoxes,
1967, W.W.Norton, New York

C*"r"r" P"li"" Dirt rrt 
5

Sergeants Development Workshop
10 March 2010



I
I
I
I
I
I
I
I
I
t
I
I
I
I
I
I
I
I
I
I
T

Axiom 3

"The nature of a relationship is dependent on the punctuation of the
p artners communication pro cedur es "

This axiom can be described as a discussion on action v reaction. or the
age old quandary of what came first - the chicken or the egg.

Cornmunication
/ Perceptions

Communication
/ Perceptions

Communication by its very nature
is cyclic, it is not a simple case of
cause and effect. This is largely
due to the perceptions, behaviours
and values of individuals involved
in the process. When a worker is
given an unpleasant task to do, the
supervisor may see this as the
beginning of a communication,
however the worker may see it as a
result of the fact that thev were

Communication
/ Perceptions

sick the previous week. The relationship, and therefore any prior
communication, will form part of the cycle of communication however
individuals can 'punctuate' the communication to best fit their personal
viewpoint or objective (e.g. a person who is assaulted may have you
believe it was for absolutely no reason - however this is rarely the case -
there is generally some interaction that led to the assault).

Axiom 4

"Human communication involves both digital and analogic modalities"

In essence this axiom refers to spoken and unspoken communication.
'Digital' refers to words and other specific acts and gestures with a
generally defined meaning. 'Analogic' refers to those actions that could
be deemed to be analogous with a certain meaning. In reference to the
previous example - although no words are spoken a person observed
sleeping would be considered-a digital communication, however the
analogous communication would be that they do not want to be disturbed.

Coomera Police District
Sergeants Development Workshop

10 March 2010
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Axiom 5

"Inter-ltuman communication procedures ere either symmetric or
complementery"

A symmetric relationship is where the parties feel that that
they can communicate as equals. This does not mean that
they have to be equai in standing. Two members in a work
unit, may hold different positions e.g. supervisor /

subordinate - this does not mean however that the actions of one, or both
of them can't lead to an equal footing for the purpose of communication.
Similarly, two people of an equal standing may not be equal when it
comes to their capacity to communicate or negotiate.

A complementary relationship is one in which
there is unequal power, such as parent/child,
boss/work er, teacher lstudent. Just because
there is unequal power, it doesn't mean that
communication in these instances is
inappropriate or ineffective. Sometimes a
scenario of 'jump' - 'how high', is very
effective to get things achieved, however is
rarely suitable for all situations.

People need to adjust their communication and subsequently alter their
relationship in certain circumstances in order to achieve the best result
from their communication.

Coomera Police District
Sergeants Development Workshop

10 March 2010
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Tactical? ? ? ? ? ? Communication

"The ability to say the right thing in the right way and at the rigltt
time so as to qchieve a desired result or a desired response."t

The above quotation is used by the
Queensland Police Service to define
tactical communication. In essence all
communication is tactical, as it is all done
with the aim of achieving an end.a Even
when having a conversation with family
members, the desired result may be to find
out what others did in their day and to
enjoy their company.

The above quote could thus nearly be a
definition of communication itself, save
for the fact that it doesn't acknowledge
that the bulk of communication isn't made
up of the spoken word. It would probably
be more appropriate to start the phrase
with the term, "the ability to say and do".

Key Concepts of Communication

The real communication is the message received not the rnessqge
intended

Misinterpretation of a message can result in a substantial breakdown in
the communication process. All parties to a communication are
responsible for ensuring that the message sent and received are the same.
Whilst this includes catering for physical communication barriers, such as
noise and other environmental factors, it is more important to cater for the
barriers that arc inherent with our own persona. These include
controlling biases, dealing with perceptions, being mutually respectful
and using the right sfyle or methodology of communication to fit the
circumstances.

t 
QPS, Tactical Communication Revision,POST 2/2009

a Collins English Dictionary,2O)2,Harpers Collins Publishers, Australia at 501

Coomera Police District
Sergeants Development Workshop

10 March 2010
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The appropriate use of inherent communication skills such as appropriate
language, empathy, active listening, paraphrasing and questioning are the
key components of ensuring the message is interpreted correctly.

The way the message is delivered always affects the way the message is
received - the beginning of the message often affects the outcome

A lot has been written about 'netiquette' and how people need to ensure
that when they communicate with electronic sources (e.g. email, texting)
that they do so appropriately so as not to be misunderstood (this is of
particular importance as the receiver can only use the words to interpret
the message in the absence of other factors such as nuance, tone, body
language etc). Such requirements for 'netiquette include not using
capitals, which most people comply with - unfortunately such attention to
ensuring an appropriate message, is often not given as much attention in
personal communications.

There is no 2"d chance to make a 1" impression and thus how a message
is commenced, can affect the rest of the communication and impact on
the relationship (see axioms2 & 3 above). The key aspect of delivering
the message is the attitude of the parties involved - without the right
attitude it becomes more likely that the message is going to be'
misinterpreted or that the communication will break down all together. If
a message is preceded with the words o'listen here", it is highly likely that
the other party will do the complete opposite and have a closed afiitude
towards the pending communication. This concept is clearly articulated
diagrammatically in what is referred to as a Bataris Box (see below).

Mv Attitude - 
alfects 

---> Mv Behaviour

Your Behaviour + alfects Your Attitude

'/w*g#
,WF- 

M/
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Communication is a two-way street

As mentioned previously, all parties to a communication
have a responsibility to ensure that the messages are
received/perceived correctly. For the person delivering
the message, the correct words, tone, pitch, nuance
and body language are all very important. Most
people are capable of delivering a message
effectively if they are attentive to these issues as well
as their own attitude and perceptions.

The skills of the receiver (the use of the terms sender and receiver are
used in their most simplistic interpretation as due to'the dynamic nature
of communication these roles are in a continuous state of flux) are often
the least developed.

Hearing - is merely the ability to hear - it is a physiological sense that we
can not adjust

Listening - adds a degree of attentiveness or concentration to the hearing
process, it is indicative of an interest in what is being communicated

Active Listening - is generally referred to by its characteristics. Whilst
many categonze these characteristics as verbal and non-
verbal identifiers (leaning forward, eye contact, words such
as 'mmm-hmm', 'go on', 'yes'), these are merely indicators
of an interest and,part of the listening process, not the active
listening process. Active listening is about ensuring the full

message is received and promoting future communication. It includes:
empathy, questioning, paraphrasing, summarising, reframing and the
appropriate use of silence (see below for further explanation of these
terms).

Communication ltas verbal and non-verbal Aspects

The importance and effectiveness of silence as a communication tool
should never be underestimated. This is of particular importance when
considering that communication is often referred to as being made up of:

l 0
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7%
38%
s5%

Verbal
Tone/Pitch etc
Body

It is for this reason that so many messages get mixed up. Whilst we can
sometimes interpret words differently, our individual perceptions can
have a much more substantial affect on how we read non verbal messages.
Whilst our perceptions can have a highly beneficial effect in reading a
situation and thus we shouldn't 'leave them at the door', we do need to
keep them in check and utilise the beneficial aspects of perceptions,
whilst not allowing them to control the entire process.

11
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Often Overlooked Kevs to Successful Communication

Empathy

Empathy is the ability to understand someone else's feelings in relation to
a particular matter. In order to be truly empathetic, a person must
consider this situation from a very subjective, rather than objective
viewpoint. If a person informs you that a work colleague is abusing them,
in order to be empathetic, you must leave behind your own value
judgments and perceptions of what abuse is and consider it, from the
other person's point of view, including consideration of all the other
person's characteristics, traits and foibles.

Whilst your initial view may be that it is a minor matter and that the party
needs to 'suck it up' or get some greater resilience - this is not being
empathetic and will generally not lead to a long lasting resolution of the
issue. This applies to all types of matters and the list of what needs to be
considered in order to 'really' see a matter from the point of view of
someone else is very long. Minimum considerations should include:
gender, age, cultural factors, relationship and other personal impacting
factors, employment factors (how long, what type etc), any impairment or
illness, how long the situation has been ongoing.

Because you can't really understand how a person feels, don't say you do.
In order to express empathy, it is possible to reflect on similar matters
you have been through or identiSr that you are aware that the party has
been affected, just don't say that you understand how they feel.

It is important to validate a person's feelings however it can be
problematic if you validate the issue. There are multiple sides to every
story and therefore it is important to remain impartial. As part of the
communication process it is best to avoid agreeing with the issue that is
outlined to you, if you are not in possession of all the facts. This can
make the party feel that you have supported them and that you ile an ally
- this may cause further problems down the track - validate the person
not the position - empathise with the person, don't s5rmpathise with the
position.
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them. Cauti.pn,needs to be
with why. ffiiisi"'ot,a1*u

Questioning

Questioning does not
when interrogation is

there may be times
ons, in general

questioning refers to to make an informed
decision and/or to flowing. Ifthe
process is to be kept flowing should be used. If
closed questions are used conti like a cross-
examination and mav result in g down.

In general, open questions , what, where, when and how are
very suitable to keep a person g and get the most inforrration out of

asking questions that are prefaced
and in manv circumstances

acfually essential, q ith why can be interpreted as
questioning the motive or person and can result in them
becoming extremely defensive, again causing the communication process
to break down.

Paraphrasing

A Paraphrase is when you repeat information in your own words without
changing its original meaning. It is normally about the same length as the
original statement, as opposed to a sunmary which is often much shorter.
It is important to change the words and structure of what is said as this
will convey to the other pafty that you have listened, interpreted the
message correctly - and most importantly that you are showing interest in
what is being said.

Summarising

Summarising has similar benefits to paraphrasing and is completed in a
similar way. It can be done during a conversation as well as at the end in
order to condense a lot of information into key points. Particularly good
for assisting in determining what action can be taken as a result of the
communication. Whilst beneficial, summarising should not compact the
information too much that it loses its meaning or that key aspects are
overlooked.

l 3
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Reframing

Reframing in its basic form is a skill that is often
used to remove toxicity or hostility whilst
maintaining the general message of what is
being said. It enables parties to focus on the
issues whilst reducing the negative impact of the
emotion involved in the situation. Although
particularly useful when intervening in a dispute
(i.e. it is used extensively by ADR practitioners
such as mediators), it can also be of assistance in
one on one processes.

Examples of reframing include:

Use of Silence

If you are talking when there is nothing worth saying, it will appear
forced and may inhibit rather than help the communication - it will often
be interspersed with more "umms", "aahs" and "you knows"

Silence gives you a chance to think, as well as the other person a chance
to take things in - it doesn't have to be awkward - it can in fact be used
to your advantage when trying to get information out of a person as,
particularly when combined with other communication skills (non verbals)
it can prompt the other party to expand on what they have been saying as
they may feel the need to speak.

Coomera Police District
S ergeants Development Workshop

10 March 2010

Party A

Party B

"They are so up themselves - they never listen to my
suggestions."

"So it is important to you to have your point of view
considered."

Parry A

Party B

"He is absolutely useless. He gets it wrong every time
he does it"

"Perhaps we can develop a checklist to assist those
people that can't use the system as well as you can."

t4
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Negotiation

Negotiation happens every day in everything that we do - what do you
want for dinner? Let's get a DVD? What colour should we paint the walls?
They want how much? - Tell 'em their dreamin'.

Negotiation can generally be described as either distributive or integrative.

Distributive Negotiation

Is about distributing a finite amount. It is a competitive style of
negotiation where parties compete to get the best deal possible, at the
detriment of the other party/ies. As a general rule, this style of
negotiation is that most commonly used when the parties do not have a
previous relationship - the most common being negotiating a price for a
car or a house. As there is generally no previous relationship, this type of
negotiation is often rarely concerned with the future relationship of the
negotiating parties.

Integr ativ e N e go ti ation

Is about a cooperative approach. It is about working together in order to
achieve a mutually acceptable goal. Many people, particularly those in
the field of mediation, refer to this style of mediation as a win/win
approach. This is a misnomer, as rarely is a win/win achieved as it is
generally unlikely that all parties to a negotiation can win (i.e. get the
maximum that they were aiming to get when entering the negotiation) -
there is always the need to really negotiate by considering the other
parties position.

When a negotiation commences, the parties are generally not on a level
playng field. Whether it be financial, communicative or personal, parties
are not likely to be equals - this does not mean however that there are not
advantages to be obtained by all parties, and therefore there is always a
benefit to enter into negotiations with an open mind.

15
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Positional Bargaining v Interest Based Bargaining

There are substantial parallels between the types of negotiation and the
processes used to bargain for a resolution.

Positional Bargaining

Positional bargaining as it sounds, is based on entering a negotiation with
a certain focus - it can largely be determined by the asking of the
question - What do I want?. The negotiation, for that party, revolves
around getting what they want, or as close as possible to it. Positional
bargaining is largely used in distributive negotiation, where it is best
suited. Unfortunately, this is the style of bargaining that most people are
used to and they subsequently apply it to every situation.

Positional bargaining is a contest of will and often the more a person
clarifies their position, the more committed to it they become. This can
also be exacerbated by the fact that egos can become involved and people
may not want to lose face, resulting in them becoming more embedded in
their position.

fntures t B as ed B argaining/Nego tiation

Whereas positional bargaining can be determined by the question - What
do I want? Interest based negotiation goes further and asks - Why do I
want it? What do I really need? Are there alternatives that can satisf,i me?

The key to interest based negotiation is the identification of the interests
of all parties involved and the commitment to a collaborative approach to
resolve the issue, rather than the competitive approach utilised in a
positional bargaining situation. The parties outline their interests and
explore their concerns and the concems of the other partylies. Once this
exploration has been conducted, parties work together to identify and
explore outcomes. It is a key aspect of this style of negotiation that
parties generate multiple options and work through them. There is rarely
only one resolution and as a result parties need to be able to identiflz the
option that will not only best suit them, but the option that will best
address the issue.

Coomera Police District
S ergeants D evelopment Workshop
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Performance Management

Performance management is a methodology used to create an alignment
between the activities of staff and the objectives of the organisation. The
emphasis of the process must remain upon development and continuous
improvement. Whilst it may assist in corrective measures via a course of
monitoring and remedial action, performance management should never
be considered a pecuniary process.

Performance management has been around for a number of decades and
was initially used to establish whether an employee was entitled to higher
pay - or if in fact they were entitled to the pay thf they were getting.
Due to the focus on monetary reward, the original style performance
management failed when money was not the only focus, which became of
increased importance to govemment departments and front line
supervisors who were largely responsible for performance but had no
authority to offer increased reparation.

Re/iFr

Wofl{€ftttt

SrrtdYrsr flodofY€ar
Appraisal

Fs io tace Pldn*ing
Ssl gbjeEli$e$
Sd9seelopmenlFlfi l$ietim
Ca,rlpsbrlcyHrsiFY ReYigr

P e rfo r m an c e App r ai s al v P edo rman c e M an ag em ents

Performance appraisal forms part of
performance management, but is not an
effective tool in itself. Performance
appraisal is a process of assessing past
performance. Because it is a 'one off or
annual assessment, it is not forward
focussed and is not assessed against a set of
objective criteria. Whilst it may serve the
purpose ofjudging how well a person
performed over the previous year (with the
only benchmark being a job description or
the subjective determination of the
supervisor), it is not developmental in that it makes no plans for the
upcoming year. In fact, in the absence of any other action during the year
in the way of correction or guidance, it holds very liule weight in being
able to take anv remedial action as well.

5 Graphical representation of the difference between perfonnance appraisal and performance
managementsourcedf romww*-.peoplestreme.com

t7
Coomera Police District

Sergeants Development Workshop
l0 March 2010



I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

Performance management however is an ongoing process. It involves the
seffing of goals which enables different standards for different staff
therefore focussing on improvement, rather than maintaining the status
quo of the minimum requirement. This allows for development of lesser
performers as well as development of the higher performers, who can
have goals set to match their individual talents and/or their career
aspirations.

Regardless of the process used, performance management systems are
often critiqued harshly by supervisors and staff alike. It is generally not
an inherent fault with the system that is the problem, rather a case of the
system not being utilised appropriately.

Commitment to the use of performance management can have numerous
benefits, including but not limited to:

. Opens up the channels of communication

. People are aware of what is required of them
o The process becomes relevant which increases commitment to it
o Learning and development becomes a focus
. Improvement happens

When developing goals, the key to remember is to keep the goals
SMART:

Specific
Measurable
Achievable
Relevant
Time frames

Feedback

Praise in public - reprimand in private.

The above statement is often made, however it neglects a very important
aspect of the feedback process. Whether it be praise or reprimand - it
needs to be recorded.

18
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Reprimand - as indicated above, a one off annual assessment of an
individual's performance is insufficient. If a person has 'hit a few
hurdles' over the course of 12 months, it can't result in a onot met'
performance assessment unless 'evidence' of the performance issues has
been kept. Further to this, as performance management is a
developmental process, timely and accurate feedback and guidance is
essential as things develop rather than to be saved up until the assessment
date.

If formal action such as: a diminished work performance plan, discipline
or termination are to be considered, a lack of evidence may result in
complaints of harassment or unlawful dismissal unless suitable protocols
are in place and have been followed.

Praise - should be certainly given in public and this is normally a verbal
statement in front of other staff. Inclusion in newsletters is also another
way to praise in public that gives the receiver written evidence of their
good work and the views of their superiors in relation to the quality of
what they have done. Even for those lesser matters, where it might just
be a statement such as good work the other day on that job, it should be
followed up with an email so that the receiver can later refer to it.

The receipt of this praise can then be used by the person to assist them
when applylng for promotions or other positions etc. Good supervisors
praise in public - really good supervisors ensure that praise is written -
excellent supervisors ensure that the written praise correlates to the key
perfonnance indicators of the roles for which the subject person is aiming
for in their career. If a person is aiming to advance their career in a
position that requires research skills and they do a job that resulted in a
substantial report, writing a comment that they'did a good job on the
Smith report", is a good start, but could be better. Consider a comment
along the lines of, "The report you provided for senior management in
relation to the matter of Smith was of a very high standard. The
extensive quaiitative and quantitative research you conducted using a
broad range of resources including'a' 'b' and 'c' allowed an infonned
decision to be made." This not only more adequately reflects the job
done, it shows the proper appreciation and acts as a substantial motivator
for the person involved.

t9
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Motivation

As indicated in the previous topic, suitable feedback (both positive and
developmental) can act as a substantial motivator to a member of staff. In
the absence of the availability to offer monetary incentives, other
methods need to be considered in order to keep staff performing at
optimal levels. Although money is a good motivator, it has been
determined that it is not the key to improving standards of work and
therefore this is a substantial benefit to supervisors.

In L943, Abraham Maslow developed a theory in relation to the
importance of various human needs - this theory remains relevant today
and is often referred to particularly when discussing topics such as human
resource management.

Aithough money is used to satisff the base needs outlined in the diagram
above, it also plays a key role in the satisfaction of self esteem, which for
many people has a substantial basis in materialism. The area that sits
above self esteem however is self actualisation, which is largely never
achieved. The way towards self-actualisation however is to assist a
person "be all they can be". In a worlqplace setting, the following, non-
financial incentives can assist an individual in achieving this optimum
need and thus acts as a key to motivation:

o Offering of sincere praise and recognition
o The giving of appropriate feedback
. Encouraging participation (being part of a team)
. Increased accountability for their own work
o Having responsibility for whole units of work

Coomera Police District
S ergeants Development Workshop

10 March 2010
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OPERATIONAL MANAGERS LEADERSHIP WORIGHOP

COURSE CODE: Pending

TARGET GROUP: Senior Constables/Sergeants (Plain Clothes Personnel)

OUTLINE

The workshop has been developed to address issues arising from Project Grinspoon
and has incorporated material from the paper, Strengthening ethical practices and
behaviour within police agencies in Australia and New Zealand (2009).

The workshop covers the following broad topics:

o The importance of frontline supervisors
o What is unethical behaviour
o Community expectations of the QPS
o Current environmental trends for the QPS
o Ethical slippage
. Early indicators of greater unethical conduct
o Leadership dilemmas and strategies for dealing with thern
o The impact of failing to act when confronted with unethical conduct

DELIVERY METHOD

The workshop is delivered to groups of up to 24 officers at senior constable/sergeant
rank by inspectors and senior sergeants nominated by the relevant district.
Participants undertake a "self-assessment" early in the session. The self-assessment is
designed to allow participants to consider their own strengths and weaknesses, and
those of their colleagues, in respect of ethical conduct, professionalism and leadership.
This process is also intended to make participants more receptive to the messages
delivered during the workshop.

Participants are divided into groups of five or six officers and assigned three scenarios
from the bank of scenarios to work on and are provided with the activity sheet. A
spokesperson from each group reports at the end of their discussion of the
activities. Placing the scenarios in order of significance has proved to be a means of
promoting substantial discussion. The individual and goup behaviours or indicators
(sourced from Strengthening ethical practices and behaviour within police agencies
in Australia and New Zealand (2009)) are handed out, and shown in the power point
presentation, for the reference of the groups prior to the group discussion.
An evaluation is completed by participants at the end of the workshop.

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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Table 1: Individual behaviours linked to significant unethical conduct

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION
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a

a

a

a

Personality Issues:
o Arrogance
o Narcissism
o Bad language
o Disliked by colleagues
o Poor workplace relationships
o "high-risk"lifestyles
Abuse of Power:
o Use of inappropriate force
o High number of complaints made by

public and other officers
o High dog bite rates or similar issues
o Recklessness
o Not calling pursuits or failure to

discontinue when required
o Covering up / collaborating after the

fact
o Exercising summary jurisdiction
Incivility and rudeness
Lack of diligence
Inappropriate informant
management/association with the wrong
sorts of people
Excessive sick leave, particularly on
weekends and Friday and Saturday nights
High-risk associations
Inappropriate use of information:
o Gaining access to confidential

information
o Misuse of internet
o Unauthorised release of information to

media
Embellished evidence to get a prosecution
Focus on specific cases eg. drug offenders,
prostitutes
High/low level of drug seizures against the
average

Poor work performance:
o Doing bare minimum/unfinished

work
o Sloppy paperwork - not recording

jobs (particularly in plain clothes
areas)

o Different handwriting in daily diaries
o Laziness - not committed and no

drive; just 'collecting a pay cheque';
failure to respond to incidents/report
for duty as required

o Poor timekeeping
o Focus of work is only on the

measurable targets - high volume
versus more time-consuming
activities such as investigations

o No shift in arrests/progress made on
investigations

o Failed prosecutions
Tardiness
Lack of empathy
Alcohol issues:
o High levels of drinking
o Stale alcohol on breath
o Drinking whilst on duty
o Drink driving
o Fighting

Demonstrated cynicism regarding ethics
Discriminatory behaviour
Lack of pride in appearance
Disregard for property and inappropriate
use ofresources
Desire to work with specific staff - like-
minded
Non-compliance with uniform (wants to
get noticed)
Inappropriate use of time (doing personal
things whilst on duty)

a

a

a

a
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Table 2: ldentified 'at risk' group behaviours

Australian and New Zealand School of Government (ANZSOG) 2008 Cohort Work Based
Project - Team 8. (2009). Strengthening ethical practices and behaviours within police agencies
operating in Australia and New Zealand. (pp.26,28\.

Prepared by the Regional Education and Training Unit
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. Duty failure | . High rates of excessive force complaints
o Taking short cuts in work | (during arrests, dogs bites, oleorestn
o 'Noble cause' focus - just getting the I capsicum (O/C) sprays)

job done I . Excessive socialising with colleagues
o High perforrnance at the cost of I . Cliques and alienation of others

integrity | . Failure to report issues
o Internal management - poor | . High anests rates, but lower than average

correspondence, legislation not being I conviction rates
followed I . Non-compliance with uniform (elite squads

o Evidence handling I dressing differently, designing their own
. When matters are investigated, the cover- | uniform)

up invokes the'code of silence'
. High number of social functions where

alcohol is a key component
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Self-assessment

Please indicate the extent to which you agree with the following statements:

by the Regional Education and Training Unit
SOUTH EASTERN REGION

Strongly Strongly
disagree agree

Comments

Lea dership/Professionalism
I am a positive role model I 2 J 4 5
I perform my duties with integrity and
professionalism 1 2 J 4 5

I have the confidence and trust of mv
supervisor I 2 J 4 )

I have the confidence and trust of other
members of my team 2 J 4 )

My influence contributes to a
professional working environment

I 2 a
J 4 5

When confronted with a problem, I
look for a solution I 2 a

J 4 5

I do my best to promote a positive
attitude in those around me

1 2 J 4 5

I am confident my on-duty conduct
would withstand scrutiny 1 2 J 4 )

I am confident my off-duty conduct
would withstand scrutinv I 2 J 4 5

I treat people fairly and with dimitv I 2 a
J 4 5

Active Management and Supervision (to be completed by supervisors)
I take responsibility for the
performance of my team

I 2 J 4 5

I know my staff, what they do, and
how thev do it

I 2 J 4 5

I actively manage work perfofinance
issues as thev arise I 2 a

J 4 5

I support the continuous improvement
of mv staff I 2 J 4 5

I am prepared to give guidance or
instruction to my staff even through it
may involve a difficult conversation

I 2 5 4 5

I monitor staff compliance with
workplace policies and processes I 2 J 4 5

Mv Team
The staff in my team demonstrate
integrity and professionalism I 2 J 4 5

The staff in my team demonstrate a
positive attitude to their work

I 2 J 4 5

Prepared
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The staff in my team know what
constitutes proper and improper
conduct as a member of the

The staff in my team take pride in the
wav thev carrv out their duties
My team can be trusted to do their job
when no supervisor rs
The staff in my team comply with the
Service's Code of Conduct
The staff in my team comply with the
Code of Dress and A
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Purpose
> Reinforce the importance of your role as a

frontline operational manager
> Reflect upon how we carry out our role
> Share experiences in dealing with

problems/issues encountered as a frontline
manager

> Build on existing strategies for resolving
managenat rssues

> Provide advice to senior manaqement reoardino
difficulties or assistance requir6d in your-
frontline management role

The QPS
Commissioner 1
Deputy Commissioner 2
Assistant Commissioner 12
Chief Superintendent 13
Superintendent 53
Inspector 309
Senior Sergeant 772
Sergeant 2328
Senior Constable 3616
Constable 3352

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION
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The importance of Senior
Constables and Sergeants

> Pivotal in delivering corporate aims and objectives and
meeting public expectations

> Source of high level ofskills and experience to assist
junior staff

> Key providers of leadership, coaching and mentoring
> Custodians of professional standards and excellence in

service delivery
> Shapers of ethical health in the workplace
> Capacity to set the tone operationally
> Builders of organisational culture from the frontline

SELF-ASSESSMENT

Please complete the self-assessment
questionnaire.

Try to be honesf in your responses - fhey
will not be handed in or shown to anyone.

What is your role?

> /s fhe role of S/Cons and Sgts mostly that
. of supervisors, leaders, or managers?

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION
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What is your role?

> /s fhe role of S/Cons and Sgts mostly that
of supervisors, leaders, or managers?

> Ro/es interrelated - effective superuision
requires leadership qualities to gain trust
and support of subordinates.

> Leadership inevitably involves
management of people, resources and
processes.

Discussion

> What are the attributes of a good leader in
the QPS?

> Think about a police officer who you
consider to be a good leader - what did
they do differently from poor leaders that
you've known?

Challenges for the operational
manager

> Dynamic and difficult environment
> High workload
> Limited human resources
> Limited physical resources
> Morale issues and poor attitude
> Not always being aware of the reasons for

management decisions

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION
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Ethical Behaviour
> Sgfs and S/Cons play pivotal role in frontline

management
> Are the ones mosf likely to be aware of

i n a p pro pri ate b e h av i o u r
> Are best placed to intervene effectively and

quickly before problems esca/afe
> Because they:

. Know the members

. Know the behaviour

. Know the supports/resources to asslst

. Able to npnitor future behaviour

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION

Leadership Dilemmas

> What are some of the most difficult
aspects of being a supervisor in your
station?
. Shift from being just one of the boys
. Role of confronting negative behaviour -

havi ng difftcult conversations
. Managing upwards - filling the space

between troops and managers

Qualities and capabilities
> What qualities does a goodsupervisor need?

LxamDles:
> Confidence to challenge standards
> Being prepared to have difficult conversations
> Being able to clearly state expectations
> Preparedness to make decisions
> Ability to articulate rationale for action
> Abil ity to build relationships with junior and

sentor ontcers
> Competence - to gain respect
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Leadership strategies

> Lead by example
> Set clear parameters for the type of

conduct which is acceptable
> Make confident decisions
> Communicate with staff
> Value staff

Active Management and
Supervision

> Use available management tools
> Know your staff
> Examine performance
> ldentify complaint trends
> ldentify potential issues
> ldentify opportunities to coach and

promote learning
> Be available

Indicators of "at-risk" officers

> Indicators from "Strengthening Ethical
Practices" Report (Handout)

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION
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Activity

> ln your group, discuss the scenarios
you have been assrgrned and answer
the questions for discussion.

lmpact of failing to act

> Slippage - things going from bad to worse
to terrible

> lmpact on workplace
> lmpact on individual
> lmpact on families
> lmpact on public confldence
> STRESS

Tools at your disposal

> Service policy
> Performance Appraisal
> Support services - ADA, HSO, Chaplaincy
> Senior Officers
> Your own networks
> Compass

Prepared by the Regional Education and
Training Unit SOUTH EASTERN
REGION
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OPERJ\TIONAL
MANAGERS

LEADERSHIP
WORKSHOP

Plaun Clothes
Personnel

Activity Scenarios

Prepared by the Regional Education and Training Unit
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Scenarios

1. A plain-clothes constable uses obscene and abusive language during
dealings with a compliant suspect in a minor stealing matter.

2. Two constables on your team regularly confiscate and destroy drugs from
offenders without taking any enforcement action or recording their actions.

3. A senior constable runs a private business, in which he sells and installs
security devices, such as alarms, special locks, etc. The senior constable
does this work during off-duty hours. However, you are aware that the
senior constable uses information obtained from their police duties to
source appropriate clients.

4. A member of your team uses the QPS e-mail system to exchange
suggestive e-mails with a female who has a lengthy criminal history. The
officer has told other officers that the female is his informant. You are
aware that the female is not registered as an informant.

5. A plain-clothes senior constable and his girlfriend arrive at your office while
other officers are on duty. Both are intoxicated. The senior constable
asks an on-duty officer to drive them both to his girlfriend's home which is
about thirty minutes away.

6. Two members of your team regularly visit a licensed brothel where they
accept free coffee and soft drinks. You are aware that there have been
recent reports of the brothel operating outside of the conditions of its
licence.

7. You become aware that four officers in your team frequently gather for
what they refer to as "choir practice". You understand that this involves
the officers drinking alcohol in a public park near the police station after
late shifts and that other officers on the team are excluded from attending.

8. You are aware that an officer on your team has on three separate
occasions been involved in fist fights at night clubs while he is off-duty.
There have been no criminal complaints made against the officer as a
result of these incidents.

9. A member of your team investigating a complaint of bodily harm from a
member of the public who has been assaulted by a nightclub bouncer
reports the matter as unsubstantiated. You are aware that there is more
than sufficient evidence for the matter to proceed. You are also aware that
the nightclub at which the bouncer is employed allows free entry to off-duty
police.

Prepared by the Regional Education and Training Unit
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10.An on-duty officer uses an unmarked vehicle attached to your office to
collect his seventeen-year old son who has become extremely intoxicated
after attending a party.

11.A member of your team who has always been a good worker has recently
seemed to have difficulty in controlling his temper when dealing with
suspects. You are aware that there have been rumours in the past that
the officer has used steroids to assist with his weight training.

12.An off-duty plain-clothes constable tries to avoid a random breath test.

13.A junior plain-clothes constable becomes ill after drinking too much at a
send-off. The detective senior sergeant who is also off-duty and at the
send-off contacts two on-duty officers and asks then to drive the
intoxicated officer home.

14.A member of your team accepts a slab of beer from an appreciative local
business owner after an attempted robbery.

15.Two constables make racist comments toward a group of youths at a train
station, and tell them to move on despite no indication of trouble or
wrongdoing.

16. You notice that while work rates are evenly spread across your team,
minor injuries such as facial cuts and abrasions, and bruising and minor
lacerations caused by handcuffs being applied too tightly, tend to appear
on suspects arrested by two particular officers. These two officers prefer
to be rostered for duties together.

17.A member of your team has downloaded sexually explicit images of a
suspect from her mobile phone while the suspect was in custody for shop
stealing.

18.A group of three officers in yourteam who are known to have a high level
of skills in firearms and operational skills and tactics have all adopted the
practice of wearing no name tags, wearing dark blue T-shirts under their
uniform shirts, and wearing particularly faded trousers and caps.

19.A detective senior constable pushes a suspect's head into a doorframe,
causing a minor laceration to his forehead, after the suspect makes a rude
comment about the detective's physical appearance.

20.A popular member of your team regularly vocalises to junior officers his
disregard for Service Policy regarding informant management.

21.You overhear members talking in the meal room about an officer on your
team who drove a car home from a party early Saturday morning. The

Prepared by the Regional Education and Training Unit
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officer had been drinking alcohol and was intoxicated. The constable
collided with a gutter on the way home, causing damage to the front tyres.
The vehicle was no longer driveable, but there was no major damage or
injury. The constable left the vehicle at the side of the road and walked
home.

22.4 young constable forms an intimate relationship with a known member of
an outlaw motorcycle gang. The constable has not mentioned the
relationship to their supervisor or colleagues. The constable knows that
the people their partner associates with (who visit the residence often) are
amphetamine users, but has not witnessed the partner engaging in serious
criminal activity.

23.An officer in your unit visits the home of a friend's ex-husband. The man
and his former wife are involved in a custody dispute, and the officer
implies that physical harm will come to the man unless he agrees to the
ex-wife's demands.

24.Two constables repeatedly and without provocation strike an offender
arrested for child abuse. The blows are delivered with open hands and
there are no visible injuries to the offender. The man has previous child
abuse arrests.

25.4 first-year constable on rotation to your unit is being bullied and harassed
by two members of your team and has twice had his personal property
vandalised.

26.4 plain-clothes constable takes a part-time job as a security guard at a
nightclub partly owned and managed by an outlaw motorcycle gang.

27.A constable uses OC spray on a verbally (but not physically) abusive man
in a police cell.

28. Two members from your office come across a vehicle that has been driven
off the road. They find that the driver-an off-duty officer-is not hurt but
extremely intoxicated. lnstead of reporting the accident and the offence,
they transport the driver home.

29.Two plain-clothes officers fabricate grounds for a search warrant on the
home of a recidivist drug offender.

30.A plain-clothes senior constable routinely performs unlawful QPRIME
checks to obtain information about potential customers for their brother's
private security business.

31.An officer deliberately misplaces CCTV footage which may support a
complaint of theft made by a member of the public against a police officer.

Prepared by the Regional Education and Training Unit
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32. Two members fabricate a story about a pursuit to cover up reckless driving.

33.4 member of your team takes a carton of cigarettes at the scene of a

t 
break and enter.
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OPERATIONAL MANAGERS LEADERSHIP WORKSHOP 2O1O

DEALING WITH UNETHICAL CONDUCT

Part 1
In your group, discuss the scenarios you have been assigned and order them from
most to least serious. Why you have put them in this order?

Part2
What are the potential impacts upon the QPS for the acts described in each of the
scenarios?

Prepared by the Regional Education and Training Unit
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Part 3
Refer to the list of individual and goup indicators which you have been provided.
What individual or goup indicators apply to the scenarios you have been assigned?

Part 4
In your Soup, discuss what action a supervisor should take in relation to the conduct
identified in the scenario you have identified as the least serious.

Consider:
How you would deal with the member/s involved
What actions you would take regarding any other persons who may be
involved
Any actions you would take regarding recording or notifying others of the
event
What, tf any, action you could take to reduce the likelihood of repetition of the
conduct

Prepared by the Regional Education and Training Unit
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Part 5
Do you have any suggestions for measures the QPS could take in addressing the types
of behaviour identified in the scenarios?
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OPERATIONAL MANAGERS LEADERSHIP
WORKSHOP

Evaluation

Informed Consent
lntroduction

You are requested to complete the following evaluation form by responding to all
questions/statements. However, you are advised that participation in this evaluation is
voluntary and you may choose to withdraw at any t ime.

What is the purpose of this evaluation?

The purpose of this evaluation is to collect information from participants on the effectiveness
of the training you are undertaking. The information you choose to provide wil l  be used,
where possible, to improve the training we deliver and the services we provide.

How will the information be used?

The information you choose to provide may be summarised in an evaluation report which
will be used to determine the effectiveness of the training. Any information you provide will
not be l inked or traceable to vou as an individual.

Am I required to identify myself?

You are not required to identify yourself. The information you provide will remain
confidential,  in that i t  wil l  not be l inked or traceable to you as an individual in any subsequent
evaluation report or presentation relating to the evaluation findings.

How long willthe evaluation take to complete?

This evaluation should only take about 5 minutes of your t ime to complete.

How do I complete this evaluation?

The following pages contain questions/statements relating to session you will be attending.
Each page contains a number of statements about the course with each accompanied by a
series of responses. Please read each question carefully and respond according to the
instructions given.

For example, in the Demographic Information section you wil l  be asked 'What is your
gender? Simply place a t ick (/;  in the appropriate box. In other areas of the evaluation you
will be provided with a statement in relation to the training your have received and then you
will be asked to rate your level of agreement or disagreement with the statement by placing a
tick (/;  in the appropriate response box.

Prepared by the Regional Education and Training Unit
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Should you encounter any problems completing the evaluation, please ask one of the
instructors/facilitators for assistance.
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OPERATIONAL MANAGERS LEADERSHIP
WORKSHOP

What is your gender?

!  Female ! Male

To which age group do you currently belong?

! 16-20 yrs ! 21-25 yrs ! 26-30 yrs | 31-35 yrs E 36-40yrs

| 41-45 yrs ! 46-50 yrs | 51-55 yrs [ 56-60yrs

How many years have you been employed by the QPS as a police
officer?

E Less than 1 year ! 1 to 3 yrs

! 16 to 20 yrs | 21to 25 yrs

4. What is your appointed rank?

! Constable ! Senior Constable

I Senior Sergeant D Inspector

!4 toOyrs  |  7 to  10yrs  !  11  to15yrs

! Greater than 25 yrs

! Sergeant

Prepared by the Regional Education and Training Unit
SOUTH EASTERN REGION

As a result of attending this training:
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I have considered my strengths and weaknesses as
a leader and manager

I have gained a better understanding of the
impodance of providing leadership and supervision
to junior officers

I have considered the impact that unprofessional or
unethical conduct has upon the QPS

I have a greater understanding of some of the early
indicators of significant unethical conduct
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