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Preface

In July 1996, the Police Education Advisory Council (PEAC) considered a Criminal Justice Commission
(CJC) report examining the extent to which police applicants’ performance on key selection devices predicts
success in the Queensland Police Service (QPS) recruit training program. The CJC report concluded that
the results of the panel interview of recruits, undertaken as part of the recruitment and selection process for
admission to the QPS, had poor validity in predicting their performance in the recruit-training program. As
the panel interview is one of the key processes used for the selection of suitable recruits, the CJIC’s research
raised a matter of great concern for PEAC.

As a result, PEAC decided that it should review the whole of the QPS recruit selection process so
that the Commissioner of Police and the CJC would be better equipped to take the necessary decisions
to enhance the selection of recruits. To facilitate the review, PEAC decided to establish a subcommittee
to conduct the review and make recommendations for the consideration of PEAC. The subcommittee,
which I convened, had representation from various areas of the QPS (e.g. Human Resource
Management, Recruiting Section, operational policing), the CJC, and PEAC. The subcommittee was
also fortunate to have the services of Mr Barrie Ffrench whose management skills and expertise are
well known. Mr Ffrench, when a part-time CJC Commissioner, made a significant contribution to
the work of PEAC. All members of the subcommittee (listed below) are recognised for the hard work
and expertise they contributed over the twenty months taken to complete this report. The subcommittee
was formed in September 1996 and met regularly till April 1998 when the draft report was presented
to PEAC for consideration. Over this period, the QPS and the CJC contributed substantial resources
to conduct the work necessary, and it would be remiss of me to fail to record the contributions made
by both organisations.

The Director of the Research and Prevention Division of the CJC, Dr David Brereton, and the Director
of Human Resource Management of the QPS, Mr David Gill — both members of PEAC and the
subcommittee — made available the expertise of their staff and considerable resources to facilitate
the work of the subcommittee. Current and former Research and Prevention staff who contributed to
the report are Mses Linda Waugh and Janet Ransley (principal authors), Julie Butner, Margot Ffrench,
Kelly Maddren and Bronwyn Springer (research officers) and Tracey Stenzel (desktop publisher).

Particular thanks are extended to Ms Linda Waugh and Ms Janet Ransley who prepared many of the
drafts and wrote the final chapters. The completion of a document this size is an onerous task, and
they both worked tirelessly to ensure the final report was professional and in accordance with the
structure and content requested by subcommittee and PEAC members. I would like to add here that
it is decidedly unlikely that the work of the subcommittee and of PEAC, and this report, could have
been completed so thoroughly were it not for the personal effort, dedication and professional expertise
of Ms Linda Waugh, who had primary responsibility for the management of the review and the
preparation of the final report. Linda prepared meeting agendas, carried out literature reviews, prepared
draft chapters, facilitated discussions at meetings, held numerous private meetings with members of
the subcommittee on a wide range of issues, and spent many hours in consultations with me and
others. It is fair to say that she became the focal point for the whole process. She has rightly earned
the respect of all of us who worked with her.

The contributions made by the QPS Human Resource Division and Recruiting Section personnel,
particularly Inspectors Roger Lewis and Denise Burke, are much appreciated. A general thanks is
extended to staff of the QPS whose cooperation and assistance were required to ensure the report
was comprehensive. Particular thanks are due to the QPS recruitment interviewers and Selection
Committee members who participated in the observation sessions and who provided valuable
information and advice for the report. Participants in the focus groups, which were conducted to
provide information for chapter 3, also assisted the review process. Finally, I wish to acknowledge
the assistance of the staff of the Ethical Standards Command who proffered advice and comments on
draft chapters.
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The draft report prepared by the subcommittee was considered at three meetings of PEAC held on 5,
8 and 14 May 1998. My fellow members of PEAC are recognised for the enormous effort required
firstly to prepare for the meetings and then to discuss, at length, the issues and recommendations
contained in that substantial and lengthy document. What follows is the result of the intensive and
often robust consideration of the many issues involved in the recruitment and selection of police
applicants for the QPS. The final report submitted here is the ultimate result of PEAC’s deliberations.
However, it should be recorded that it also reflects a long process of close cooperation between the
QPS and CJC and should be considered the result of a successful collaborative effort.

PEAC and its subcommittee undertook this groundbreaking initiative for the sole purpose of further
enhancing the life of the QPS in the longer term. A moment’s reflection makes it obvious that any
respected police service should endeavour to recruit the most suitable applicants possible. In this day
and age there is considerable competition in business and elsewhere for the talents of men and
women. The QPS therefore must maximise its recruitment and selection strategies so as to ensure not
only that it attracts high-quality applicants, but also that its processes for selection ensure the
recruitment of only those who will enhance the well-being and performance of the Service.

I need only add that I believe the time is right for the QPS and its management to consider seriously
the adoption of the many recommendations in this report. So much has been achieved by the QPS in
the recent past. The adoption of these recommendations will greatly assist the recruitment into the
Service of the best available men and women, and contribute to the further development of the
Queensland Police Service.

Honourable W J Carter, QC
Chairperson, Police Education Advisory Council

PEAC members

Hon. W J Carter, QC Chairperson, PEAC

Senior Sergeant Joanne Aitken Metropolitan North Region, QPS

Mr John Blakeley Assistant Director, Curriculum Research & Development, TAFE
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Executive summary

Focus of the report

This report of the Police Education Advisory Council (PEAC) reviews recruitment and selection for
the Queensland Police Service (QPS). The review began as a response to the concerns about the
current recruitment and selection process raised in a CJC report, Police Recruit Selection — Predictors
of Academy Performance (1996a). This report questioned the validity, reliability and fairness of
parts of the current recruit-selection process.

Recruitment and selection are important matters for any organisation that wishes to ensure a qualified,
committed and effective workforce. The selection of the right people is especially critical for police
services, which must maintain public confidence in their integrity and efficiency. Since the Fitzgerald
Inquiry, the QPS has also used recruitment and selection to achieve organisational and cultural change,
particularly through the recruitment of older, more experienced and better educated people from a
more diverse range of backgrounds.

The importance of the recruitment and selection process, therefore, goes beyond the choice of new
entrants to the Service, to underpin the QPS vision of itself as a ‘professional police service, dedicated
to excellence’ (QPS Vision Statement). The focus of this report is on assisting the QPS to develop the
best possible recruitment and selection process, to ensure that this vision can be achieved.

The review:

» assesses the current recruitment and selection process in the context of relevant research concerning
the validity and reliability of selection devices

» considers legal, policy and organisational requirements affecting recruitment and selection

» assesses outcomes from the recruitment and selection process, including its cost-efficiency and
practicality.

The recommendations in this report are only the start of an ongoing process of developing and
maintaining optimal recruitment and selection procedures in the QPS. It is essential that the recruitment
and selection process is subject to continual monitoring and evaluation, and that the QPS is proactive
in responding to the changing role of policing and the police environment.

Current recruitment and selection process (chapter 1)

The recruitment and selection process in the QPS has changed considerably since the late 1980s.
Height and weight restrictions and the requirement for a Year 10 level of education have been replaced
by a range of selection devices arranged as a series of ‘hurdles’. At each hurdle some applicants will
be ‘knocked out’ until the number of remaining applicants is close to the number of positions available.
To be eligible for admission to recruit training, applicants must pass the following sequence of
hurdles:

» satisfaction of initial assessment criteria comprising the possession of Australian citizenship or
permanent residency, a current driver’s licence, first aid and keyboard certificates, minimum
education and employment experience, and criminal and traffic record checks

* aminimum score on a battery of psychometric tests

+ satisfactory results from an interview panel, physical competency test and medical evaluation.

Applicants who pass these hurdles are ranked according to a formula which combines their scores on
the psychometric test, panel interview, and education and employment experience. A Selection
Committee considers this ranking, along with all other available information concerning each applicant,
including referee reports, the results of background checks, and raw data from each of the selection
devices. The Committee recommends to the Chief Superintendent of the Human Resource
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Development Branch which applicants should be appointed. The Chief Superintendent may accept
or overrule the Committee’s recommendations.

At any stage of the selection process an applicant may be excluded for integrity reasons, as identified
through such means as referee reports, criminal and traffic history checks, residence checks, and
security vetting.

The QPS should be commended for its efforts so far to reform the recruitment and selection process,
efforts characteristic of the QPS since the Fitzgerald Inquiry. However, there is a need for the overall
recruitment and selection process to be reviewed and validated, and for a mechanism to be put in
place to allow the process to be continually evaluated and improved when necessary. These issues
are dealt with in the rest of this report.

Legal, policy and organisational issues (chapter 2)

The recruitment and selection process in the QPS is conducted within a framework of laws and
policies (both governmental and organisational) including:

» the requirement that recruits be selected on merit

* anti-discrimination and equal employment opportunity (EEO) laws

» external review of recruitment decisions — by the Ombudsman and the courts
* privacy laws

* government policies about police numbers

* government budgetary policy

*  QPS policies affecting recruitment, particularly those dealing with EEO and anti-discrimination
issues.

These laws and policies affect both processes and outcomes.

The most significant of these issues to date has been the policy of recent governments to increase
police numbers, which has resulted in a very marked growth in the size of recruit intakes over the
past 18 months. In addition, anti-discrimination law has prohibited discrimination in selection decisions
on bases such as sex, race and impairment, except in certain circumstances such as where a position
has inherent occupational requirements. The implications of these developments are explored
throughout the report.

The general duties police officer (chapter 3)

An effective and valid selection process should be based on a comprehensive job analysis, which
identifies the knowledge, skills and abilities essential to perform the job. Policing has changed
substantially over the last decade; therefore, it is necessary to ensure that recruitment and selection
practices and criteria accurately reflect the current role and work of a general duties police officer,
which is the position for which all recruits are trained.

In 1996, Kaczmarek and Packer of the National Police Research Unit published a comprehensive job
analysis for general duties policing on a national basis. These findings have been adopted for this
report. Kaczmarek and Packer identified 25 core activities for the general duties constable, which
covered the full range of administrative, operational, proactive and reactive tasks commonly performed
by general duties police. Based on these 25 critical activities, the authors also identified 42
psychological characteristics desirable in a general duties police officer. These characteristics are
very similar to those which Queensland police officers identified when asked to comment on the
traits of general duties officers who are considered to be ‘good’ at their job. A new job description
and set of selection criteria should be adopted for general duties police officers in Queensland, based
on Kaczmarek and Packer’s research.

Executive summary Xi



Executive summary

Recruitment marketing (chapter 4)

To maintain high standards among recruits, the QPS needs to attract enough well-qualified applicants
to ensure that it has a real choice in whom it appoints. However, the recent marked growth in recruit
intake size has not been matched by a growth in the number of applications that meet basic mandatory
criteria. This has meant that the pool of qualified candidates available for selection for each recruit
position has been substantially reduced. There is also evidence to suggest that the quality of applicants
varies considerably between intakes.

Research should be undertaken to establish why applicant numbers have not increased in response to
the QPS’s marketing activities and, in particular, why the QPS has been unable to increase significantly
the number of applicants from EEO target groups. Marketing strategies can then be developed to
increase the size of applicant pools, and a comprehensive recruitment marketing plan can be designed
and implemented.

Initial assessment criteria (chapter 5)

The first hurdle of the selection process requires applicants to meet initial criteria, including Australian
citizenship or permanent residency, a current driver’s licence, a minimum level of education and/or
employment experience, and certificates in first aid and keyboard skills.

The main issue arising from these criteria relates to the current policy for assessing education and
employment experience. There is evidence to suggest that the design of the current employment
experience categories tends to favour male over female applicants. To overcome this problem, those
ratings need to be reviewed. Three separate profiles for employment, education, and a combination
of the two factors should be developed. The profile on which the applicant rates the highest should
be used in the selection process and in the mechanical combinations of selection device scores. This
will allow applicants to meet minimum criteria by having a degree, relevant work experience or a
combination of both. Separate profiles will also facilitate future monitoring of the validity of each
factor and enable any discriminatory effect to be identified.

Psychological screening and assessment (chapter 6)

The current battery of psychometric tests includes seven tests of cognitive ability and one personality
test (the Sixteen Personality Factor, or 16PF, questionnaire). Scores from the seven cognitive-ability
tests are combined to provide an overall score for each applicant. Although routinely administered to
applicants, the personality test is not formally considered in the selection process.

When the results of the seven cognitive-ability tests are combined, the overall score has been shown
to predict successful performance in the recruit-training program at the Academy (Burke 1994; CJC
1996). However, when tests within the battery are considered individually, the Mechanical Reasoning,
Space Relations and Numerical Ability tests show poor predictive validity (CJC 1996a). These tests
have also been evaluated in a review of psychometric tests for police selection (Kaczmarek & Packer
1997). The authors concluded that those tests did not have demonstrated validity and/or assessed
abilities that were better assessed through other means. On the basis of their findings, it is recommended
that these tests should be removed from the current battery.

Although personality tests have lower validity coefficients than cognitive-ability tests, they can be
useful for identifying or ‘flagging’ applicants who should be scrutinised more closely by either
psychological evaluation or further testing. There is value to policing organisations in any selection
device that may be able to identify applicants who are maladjusted or suffering from some kind of
psychopathology. On this basis, and in accordance with the recommendations of Kaczmarek and
Packer, the QPS should use the 16PF questionnaire in the psychological screening of recruit applicants.
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The panel interview (chapter 7)

The panel interview assesses the applicant’s suitability for appointment as a police recruit. The principal
concern about the interview is that it is a poor predictor of applicants’ performance in the recruit-
training program (Burke 1994; CJC 1996a). Examination of panel interviews suggests that problems
with structure, format and content may be the major factors causing this low validity. These findings
are consistent with the research literature, which shows that panel interviews, particularly unstructured
interviews, generally have low reliability and poor validity for predicting work and training
performance.

Specific problems with the interview process include:
* questions often do not relate to the selection criteria or requirements of the job

* interviewers are provided with excessive information, which increases the likelihood of biased
decisions, and of different information being considered for different applicants

* there may be little or no use of probe questions
* decisions to reject applicants may be made without reasonable basis or justification.

The validity of the interview process can be improved by ensuring that questions are job related and
by training interviewers. In addition, the QPS should consider the resource implications of continuing
with three interviewers per panel, given the evidence that two trained interviewers could perform the
function equally well.

Integrity screening (chapter 8)

Screening applicants on integrity is one of the most crucial aspects of the selection process. Misconduct
or unethical behaviour can damage staff morale and public confidence in the QPS. The selection
process, in conjunction with other strategies (e.g. complaints investigation), can help to minimise
misconduct and corruption.

The current process is quite comprehensive and includes:

* criminal and traffic history checks

* previous employer checks

» present residence checks

» character and police referee checks

» the panel interview

* fingerprint checks

* publication of applicant names in the Police Gazette

» vetting by the QPS Ethical Standards Command, the Bureau of Criminal Intelligence and the CJC.

Currently, applicants are automatically excluded from the selection process if they have been convicted
of certain offences. For other offences, the Selection Committee considers the circumstances and
recency of the offence, in conjunction with other applicant information (such as referee reports).

The current automatic exclusion criteria are inconsistent in their treatment of offences of various
types and degrees of seriousness. In addition, the criteria do not indicate which offences should
exclude an applicant for life, and do not apply to ‘quasi-criminal’ offences.

The report proposes a new exclusion policy, involving three categories of offences:

(i) offences that exclude an individual from application for life (e.g. serious sexual offences,
trafficking drugs)

(i1) those that exclude applicants for five years (e.g. less serious offences under the Criminal Code)

(iii) other offences that would not lead to automatic exclusion but would create a rebuttable
presumption against the applicant.
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To reflect the importance of integrity screening, it is proposed that an Integrity Committee, comprising
very senior management, should be created with the sole purpose of conducting comprehensive
evaluations of each applicant who has an integrity concern raised against him or her. This process
would separate integrity issues from ability issues and create a body responsible and accountable for
integrity decisions.

The report also proposes that the QPS introduce drug testing of applicants. The costs of drug testing
must be weighed against the potentially high costs of drug use by police, in the form of reduced
efficiency and increased likelihood of misconduct. The use of such testing in selection should also
deter current users from applying, and send a message to the wider community about the stance of
the QPS on drug use. The QPS has already demonstrated its commitment to minimising drug use by
the drafting of a drug and alcohol policy for current serving officers.

In addition, it is recommended that the QPS introduce financial and credit checks for applicants. The
rationale for conducting these types of checks is that applicants with past or current financial difficulties
may be at greater risk of serious corruption. While the potential intrusiveness of such checks is a
concern, they may provide important information in determining the suitability of an applicant for
the QPS. The QPS should request applicants to provide a statement of private interests and declare
whether they have ever been declared bankrupt, been sued by a creditor, or defaulted under a loan or
credit card contract. The Integrity Committee should develop guidelines on the treatment of such
disclosures.

Referee checks (chapter 9)

The QPS currently requests written referee reports on applicants from all previous employers over
the last ten years, two current serving police officers and two acquaintances. Each referee is asked to
comment on the applicant’s suitability in terms of the selection criteria and other issues where relevant,
such as sick leave, punctuality, attitude to work, and responsibility. However, there is no formal or
systematic procedure to follow up on reports, such as through a telephone interview. The reports are
also of variable value, with the most useful being those from previous employers.

The QPS should continue to obtain referee reports from previous employers but only one personal/
character referee report should be obtained, from a person of good community standing who has
known the applicant for at least two years. The QPS also needs to revise the structure and content of
the written referee reports so that they specifically relate to the selection criteria and requirements of
general duties policing.

Although oral referee checks have some advantages over written referee checks, it would be extremely
costly to the Service to conduct oral checks for all referees for each applicant. However, there is
justification for contacting a referee who indicates concern about an applicant’s suitability for policing.
To obtain maximum benefits from referee checking, a trained interviewer should conduct a follow-
up telephone interview to obtain further information in cases where there is a concern.

Physical fitness and ability testing (chapter 10)

The use of physical competency tests (PCTs) or obstacle courses for police service selection has
attracted considerable criticism. Of particular concern is whether the PCT used by the QPS is validly
based on the genuine physical requirements of operational policing. Two recent reports (Circelli &
Wilson, in press; CIC—QPS 1998), which have examined the physical requirements of policing, have
found that general duties policing requires repeated, regular performance of several low-demand
physical activities (e.g. driving, getting in and out of police transport, and sitting). When more
demanding duties arise, they tend to involve restraining, lifting and moving persons and objects,
rather than a sustained series of highly demanding activities with a particular focus on hurdling and
climbing, which are the focus of the current PCT.
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In addition, there is evidence indicating that the PCT discriminates against women and possibly also
against men from certain racial backgrounds, and people with physical impairments who may be
able to perform the genuine physical requirements of policing but are unable to complete the PCT.
Such discrimination would not only breach the Anti-Discrimination Act 1991, but also run counter to
the QPS’s own EEO policies, particularly as there is currently no compulsory physical fitness testing
for serving officers or entrants to the rejoiners’ program.

Because the PCT lacks validity and is potentially discriminatory, it is recommended that the use of
the test as a selection device should cease by 1 March 1999, to be replaced by a health-screening
process developed to identify applicants unlikely to have the physical capacity to complete the training
program successfully.

Medical screening (chapter 11)

Medical screening is intended to ensure that successful applicants are fit to meet the demands of
operational policing. Currently, applicants must fill out a detailed medical history questionnaire and
be examined by a Government Medical Officer. Applicants suffering from certain medical conditions
or injuries may be excluded by Recruiting Section staff, even without a medical examination, or an
adverse medical report may be considered by the Selection Committee along with other relevant
information about the applicant.

In recent years, anti-discrimination law has had a major impact on how pre-employment medical
examinations are conducted and their results applied. The legal position now is that an applicant’s
medical condition may only affect the recruitment decision if:

» the applicant has been individually examined by a medical practitioner familiar with the duty
statement and physical requirements of the relevant position

* the condition would prevent the applicant from performing the inherent occupational requirements
of the position, having regard to any aids or services used by the person or which the employer
could reasonably be expected to provide

* the medical assessment relates only to the applicant’s current condition, and not to previous
problems or the possibility of future deterioration.

Current QPS procedures do not comply with these requirements. It is therefore recommended that
the QPS, with appropriate external assistance, produce a detailed guide to medical conditions and
injuries that may affect specific duties of operational police. This guide should form the basis of all
future medical evaluations. The current medical questionnaire also needs to be reviewed to ensure
that it complies with anti-discrimination law. Finally, the way in which the QPS treats medical
information about applicants and serving officers should be changed to ensure proper regard is paid
to the privacy of individuals. These issues should be addressed urgently to ensure that the QPS
complies with its lawful obligations.

The Selection Committee (chapter 12)

The Selection Committee is the final hurdle which applicants must pass before being recommended
for acceptance into the QPS. The Committee uses all information gained in the selection process to
determine which of the qualified applicants are most suited to be general duties police officers.
Observation of the Selection Committee established that:

* there is no minimum cut-off point below which applicants are not considered, as a result of
which the quality of applicants varies considerably from intake to intake

» the Committee often has incomplete, inappropriate or irrelevant information, which may increase
the likelihood of biased decisions

» undue weight is given to interview scores, which have less validity than the more objective data

contained in education, employment and psychometric scores, and referee reports tend to be
treated inconsistently.
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To address these problems, the QPS needs to institute a training program for Selection Committee
members, with a particular focus on the use of appropriate selection techniques and the avoidance of
bias. The Selection Committee should develop, and make available to applicants, formal policies
specifying the information to be considered by the Committee in making its decisions, minimum
information that must be available before the Committee will consider an application, information
that will not be made available to the Committee, and the weighting and treatment of referee reports.
The Committee should also adopt a majority vote system. In addition, the current process by which
the Committee’s recommendations may be rejected by the Chief Superintendent of Human Resource
Development should be formally documented. The policy should require the Chief Superintendent
to consult with the Committee before taking such action.

Sequencing and weighting of selection devices (chapter 13)

Selection devices in a ‘multiple hurdle’ selection process are generally sequenced so that the most
cost-efficient devices with good predictive power are used as early as possible, and the more expensive
devices are used in the final stages of selection. Current sequencing generally follows this pattern,
but the following adjustments would substantially improve the process:

» criminal and traffic history checks should be run prior to the psychological assessment

* medical and fitness assessments should be conducted prior to the panel interview

» fingerprinting and vetting should be completed prior to the Selection Committee process
* integrity should be assessed continually throughout the selection process.

For final selection, each applicant receives an overall score calculated by the addition of their scores
on the psychological tests, education/employment, and the panel interview. Each device is weighted
at one-third of the overall score. The decision on how to weight selection devices relates primarily to
the known predictive validity and reliability of each device. Research indicates that the panel interview,
in its current form, is unreliable and of questionable validity. However, given that it is proposed to
redesign the interview in the near future, the current weightings should remain until future evaluations
can be conducted.

Selection process for POCC (chapter 14)

In 1994, the QPS introduced the Police Operational Conversion Course (POCC) to provide a much
shorter training program for those applicants who already have general duties policing experience.
While applicants to both the Police Recruit Operational Vocational Education (PROVE) and the
POCC programs are being recruited to perform the same general duties function, the selection process
for the POCC program differs considerably from that used for normal entry. In particular, POCC
applicants are not evaluated using an employment/education rating, or required to complete the
psychological screening tests or the PCT. For final selection, POCC applicants are evaluated on a
case-by-case analysis rather than being ranked and considered comparatively to other applicants, as
are PROVE applicants. In addition, there are no formally specified criteria declaring the period of
separation or number of years of general duties policing experience required for eligibility for the
program.

Data are not currently collected that would facilitate validation of elements of the POCC selection
process. There needs to be a system that allows for validation of the way in which both education and
previous employment are considered so that future studies can determine how important these factors
are in selection, how they should be weighted relative to other selection devices, and if minimum
entry criteria (as is used for PROVE applicants) should be introduced. A validation study should also
be undertaken to determine the validity of the psychometric test battery and personality tests in
predicting academy and work performance among POCC applicants.

POCC applicants are currently exempt from completing the PCT and also have a different physical
skills education (PSE) program from PROVE applicants, because it is assumed that POCC applicants
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have already demonstrated a level of fitness and skill to perform general duties policing. However,
many rejoiners have not performed general duties policing for some time and it is probable that their
fitness level has declined. There is also clear evidence that older applicants are less likely to meet the
physical requirements of general duties policing. Therefore, the medical and fitness assessment process
and criteria used for the selection of PROVE applicants should apply equally to the selection of
POCC applicants.

It is also recommended that all POCC applicants should be evaluated by the Integrity Committee.
This recognises the importance of the QPS ‘getting it right’ when recruiting officers from other
police services. The Committee will be in the best position to interpret information about applicants’
complaints histories and other relevant background information on integrity-related matters.

Other recommendations include:

» applicants who have not been in policing work within the preceding five years should be excluded
from consideration for the POCC program

» the panel interview should be redesigned to ensure that questions are work related and elicit sufficient
information to allow interviewers to assess the applicant’s suitability for an abridged program.

Implementation and evaluation (chapter 15)

This review has highlighted the need for ongoing evaluation and monitoring of the recruitment and
selection process. Policing and the police environment are subject to continual, rapid change and it is
essential that the recruitment and selection process recognises and responds to those changes. Many
of the recommendations in this report respond to changes that have occurred in the last five years.

This chapter recommends that an Implementation Committee be formed to oversee and monitor the
implementation of recommendations made throughout this review. The Committee will include
representatives from the QPS, CJC and PEAC, and should provide a progress report at each PEAC
meeting. An Evaluation Subcommittee should also be formed with responsibility for designing the
evaluation program, specifying the design of the database and what data should be collected. This
will be a small committee composed of individuals with expertise in the area of research and evaluation.

It is important that evaluation is not seen as a one-off or occasional task. There needs to be a properly
constructed cycle of implementation of change, monitoring of conditions, evaluation of processes,
and design of further change. It is important that appropriate data are collected on which this process
can be based. The evaluation program should not only assess current practice, but also evaluate
alternative recruitment and selection strategies from time to time.

Conclusion

The success of any organisation depends on the quality of its personnel. Recruitment of staff is a
major strategy for improving the general organisational effectiveness and public image of the QPS.
Training recruits to become general duties police officers requires a great commitment of resources,
particularly with the large intakes during the last 18 months. It is therefore important that the
recruitment and selection process used is as valid, reliable and effective as possible.

The recommendations in this report are intended to improve the QPS recruitment and selection
process to give it greater validity, reliability and legal defensibility. The recommendations are the
start of an ongoing process of adopting and maintaining an optimum recruitment and selection process,
underpinned by continual monitoring and evaluation of the process. With the greater pressure on
organisations to defend their selection decisions, it is also important that the Service is able to
demonstrate the validity and reliability of each of its selection devices, if challenged.
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List of recommendations

Chapter 3: The general duties police officer

Recommendation 1 — New position description for general duties constables

That the QPS develop a single new position description or duty statement for general duties constables,
relying on the 25 core activities identified in the NPRU report Defining the Role of the General Duties
Constable: A Job Analysis (Kaczmarek & Packer 1996). The position description or duty statement should
be used for all purposes relating to general duties constables, including for recruitment and selection.

Recommendation 2 — Statement of the inherent requirements of policing

That, using policing and legal expertise, the QPS develop a written statement of the inherent requirements
of general duties policing.

Recommendation 3 — Desirable psychological characteristics

That the QPS adopt the list of psychological characteristics provided in the NPRU report (Kaczmarek &
Packer 1996) as those desirable for general duties police officers in the QPS.

Recommendation 4 — New selection criteria and assessment measures

That the QPS adopt the selection criteria and assessment measures set out below for the position of general
duties constable. The QPS should use these selection criteria for all purposes related to general duties
constables, including for recruitment and selection, and should develop appropriate measures to assess
serving officers in relation to each criterion.
ability and willingness to acquire sound knowledge of laws, regulations, policies and procedures relating
to the duties of a police constable (Assessed by education, referee reports, psychometric tests, and
interview)
ability to maintain effective working relationships with colleagues and members of the broader
community, and respond to direction and instructions when necessary (4ssessed by referee reports and
psychometric tests)
demonstrated reasoning and analytical ability required to research problems thoroughly, make decisions
and carry out complex tasks to completion (4ssessed by education, psychometric tests, and referee
reports)
mental and physical ability to perform operational activities effectively under unpredictable, emotional
and sometimes extended and dangerous conditions (4ssessed by medical examination, referee reports,
and psychometric tests)
ability to use operational equipment in a safe and effective manner (Assessed by drivers license,
traffic history, keyboard skills, and referee reports)
demonstrated high level of oral and written communication skills and ability to negotiate and resolve
conflict effectively under different situations (4ssessed by education, referee reports, and interview)
demonstrated high level of personal integrity, emotional stability and professionalism (4ssessed by
integrity screening, psychometric tests, referee reports, and interview)

Recommendation 5 — Other considerations relevant to applicants

That the QPS ensure applicants are made aware of considerations such as public perception and variation
in work conditions, which are not covered in the selection criteria. This information should be included in
the information booklet provided to applicants.

Chapter 4: Recruitment marketing

Recommendation 6 — Conduct marketing research
That the QPS engage appropriately qualified and experienced external marketing consultants to research:
» employment-related values, beliefs and needs of persons fitting the current QPS recruit profile
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» perceptions of the QPS held by current employees and by potential applicants

+ strategies to achieve greater congruence between perceptions of the QPS and the values, needs
and beliefs of potential applicants.

Recommendation 7 — Development of a strategic marketing plan

That the QPS develop a comprehensive strategic marketing plan for recruitment, which contains a needs
assessment, identifies target groups and appropriate techniques for reaching them, indicates necessary
budgets and other resources, and provides monitoring strategies.

Recommendation 8 — Enhance promotional material used for recruitment

(i) That the QPS assess the relevancy and interest of current promotional material used for recruiting
to make this material more readable and accessible, ensuring that it presents an accurate perception
of policing as a career and the QPS as an employer.

(ii)) That the material be combined into one booklet, with specific booklets produced for applicants
from the following groups: women, Aboriginals, Torres Strait Islanders and people with non—
English-speaking backgrounds. Information intended for non—English-speaking applicants should
include specific advice about required levels of English language proficiency for entry to the
QPS, how such proficiency may be acquired, and authorised testing arrangements.

Recommendation 9 — Consideration of a continuous recruitment-marketing program
That the QPS assess the desirability of undertaking a continuous recruitment-marketing program.

Chapter 5: Initial assessment criteria

Recommendation 10 — Development of new profiles to assess education/employment
history

(i) That, in place of the current education/employment scoring system, the QPS develop three separate
profiles:

+ apure education scale based on QTAC schedules T1000-T9000, where credit is given for a
grade point average for an associate diploma, diploma or bachelor’s degree

» an employment scale to rate employment-related knowledge, skills and abilities, based on
QTAC schedules V1001, M2001, M2011

» acombined employment and education rating, developed on the basis of the first and second
profiles.

(i) That the Recruiting Section only consider an applicant’s best or highest-scored profile for selection
purposes. All three profile scores should be recorded on a database for validation purposes.

(iii) That the revised education/employment criterion to be monitored to ensure that it does not
unlawfully discriminate against some groups of recruit applicants.

Recommendation 11 — Process for identifying applicants with language difficulties

(i) That the QPS develop a systematic process for identifying applicants who may not be proficient
in the English language. These applicants are to be identified for the purpose of language testing
to ensure they have the language skills necessary to complete the recruit-training program.

(ii)) That applicants who do not meet the required standard on the Australian Second Language
Proficiency Rating Scale not be appointed to the recruit-training program, regardless of how
well they perform on other criteria. Applicants who are suitable on all other selection criteria
should be guaranteed an appointment, subject to satisfactory completion of a language-skills
course.

(iii) That applicants who display difficulty with the English language should be advised to do an
English language course before the panel interview.
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Recommendation 12 — Continuation of special recruit programs for indigenous people
That special recruit programs for indigenous people continue until EEO targets are reached and maintained.

Chapter 6: Psychological screening and assessment

Recommendation 13 — Removal of the Mechanical Reasoning test from the test battery

That the QPS no longer include the Mechanical Reasoning test (from the Differential Aptitude Tests) as
part of the battery of psychological tests for police recruit selection.

Recommendation 14 — Removal of the Space Relations test from the test battery

That the QPS no longer include the Space Relations test (from the Differential Aptitude Tests) as part of
the battery of psychological tests for police recruit selection.

Recommendation 15 — Removal of the Numerical Ability test from the test battery

That the QPS no longer include the Numerical Ability test (from the Differential Aptitude Tests) as part of
the battery of psychological tests for police recruit selection.

Recommendation 16 — Process to identify alternative psychological tests

That the QPS identify and assess alternative tests to complement the tests of general cognitive ability that
are currently used. In the interim, the Digit Symbol and Digit Span tests continue to be included as part of
the psychological test battery for police recruit selection.

Recommendation 17 — Introduction of personality assessment for police applicants

That the Sixteen Personality Factor questionnaire be included as part of the psychological screening
process for police applicants.

Recommendation 18 — Policy requiring applicants to undergo psychological evaluation

That the applicants identified by the Sixteen Personality Factor questionnaire as having personality traits
unsuited to policing be required to undergo a comprehensive psychological evaluation before further
processing of their application. Such an evaluation may include further testing with clinical tools such as
the Clinical Analysis Questionnaire and the Minnesota Multiphasic Personality Inventory—2 and/or a
clinical interview.

Recommendation 19 — Role of registered clinical psychologist in the recruitment process

That the QPS use a registered clinical psychologist to assess Sixteen Personality Factor profiles and to
conduct comprehensive psychological evaluations as required.

Chapter 7: The panel interview

Recommendation 20 — Development of a comprehensive interviewer-training program

That an external consultant, with demonstrated expertise in the area of interview design and interviewer
training, be employed to develop a comprehensive training program for interviewers. Successful completion
of the program should be a prerequisite to acting as an interviewer.

Recommendation 21 — Provision of applicant information to interviewers

That interviewers not be given the entire applicant file, but only information about the areas to be assessed
in the interview. This information should:

» include prior work and education experience and exclude test results (e.g. cognitive abilities or
personality) or other information (e.g. medical reports) not directly relevant to the purposes of the
interview

* be prepared specifically for the interview and be ordered in the same way for each applicant (e.g.
application first, resume second) to ensure that interviewers have relevant information readily
available
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* Dbeprovided to each panel interviewer in a timely fashion, one day in advance if possible, to allow
interviewers sufficient time to read and become familiar with the applicant’s education and
employment history.

Recommendation 22 — Adoption of a structured interview process

That the QPS adopt a structured interview process to ensure the same questions are asked of each applicant,
with probe questions used to clarify and elicit all necessary information from the applicant.

Recommendation 23 — Interview content

(i) That the content of the interview be revised, with specific attention given to:
* the objectives of the interview
+ identification of appropriate evaluation criteria
* the number of questions
* the quality of questions.

(ii)) That this task be completed by the external consultant employed to develop the interviewer
training program. The external consultant should also develop a second schedule of interview
questions. Interviewers should alternate between the schedules to ensure expertise is maintained

in conducting both interviews. The applicant’s file should record which schedule was used, for
future reference.

Recommendation 24 — Procedure to record and rate the interview

That the criteria against which applicants are judged, and the scoring system used for the panel interview,
be revised. The revised system should provide a descriptive rating scale for each criterion and require
interviewers to support their rating by making comments and recording interviewee responses. The number
of rating points should be reduced from 10 to between 4 and 7 points. The external consultant employed to
develop the interviewer training program should make these revisions.

Recommendation 25 — Interviewee assessment by individual interviewers

That the consensus approach for assessing the performance of applicants at interviews be abandoned.
Ratings should be made independently by each interviewer and submitted to the Selection Committee.
Comparisons of the independent ratings should be used to identify interviewers who require retraining.

Recommendation 26 — Rejection of applicants by interviewers

That interviewers have the opportunity to recommend the rejection of an applicant. In these cases,
interviewers should be required to clearly state, in writing, their reasons for rejection.

Recommendation 27 — Number of interviewers on each panel

That the QPS Board of Management consider whether panel membership should be reduced from three to
two. Regardless of the number of interviewers per panel, the QPS should endeavour, where possible, to
ensure an appropriate gender and/or race balance on the interview panel.

Recommendation 28 — Interview arrangements

That the QPS make every effort to provide more suitable rooms for the conduct of recruitment interviews.
There should be a maximum of five interviews a day, with 1% hours allocated to each applicant.

Recommendation 29 — Policy to ensure adequate pool of trained interviewers

That an adequate pool of trained interviewers be established to avoid last-minute replacements by untrained
people. QPS policy should also be amended to ensure that when trained interviewers are not available,
interviews are rescheduled. Those officers who are trained in interviewing should be permitted to give
priority to this duty to ensure that sufficient interviewers are available.
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Recommendation 30 — Interviewees with language difficulties

That where an interviewee demonstrates difficulty with communication and comprehension in the interview,
interviewers be able to recommend that the applicant complete a language test.

Chapter 8: Integrity screening

Recommendation 31 — Establishment of Integrity Committee

(1)

(i)

(iii)

That the QPS establish an Integrity Committee to evaluate applicants who have an integrity
issue raised against them. The Integrity Committee should not be given access to information
that is irrelevant to assessing an applicant’s integrity (such as ability-test results or medical
examination reports). A comprehensive set of criteria should be developed which define an
‘integrity’ issue and specify when an application should be referred to the Committee.

That the Integrity Committee comprise the following:

+ Assistant Commissioner of the Ethical Standards Command as Chairperson

* Chief Superintendent of the Internal Investigations Branch

* Director of the Human Resources Division.

That the decision of the Integrity Committee to reject an applicant be final. Where the Committee

is unable to reach a consensus to reject or accept an applicant, the case should be referred to the
Commissioner of Police for a final decision.

Recommendation 32 — Integrity Committee investigations

That a strategic approach be adopted for conducting integrity investigations. All information, both positive
and negative, should be considered when evaluating an applicant. The Integrity Commiittee, as a matter of
priority, should develop written guidelines on how it will investigate and determine integrity issues, and
should document the measures it will take to ensure those guidelines are applied consistently and fairly.

Recommendation 33 — Automatic exclusion of applicants

(1)

(i)

(iii)

(iv)

™)

That applicants who have been found guilty of offences (including attempted offences) against
the Criminal Code and/or Drugs Misuse Act that indicate serious disregard of the law, property
rights, and/or individuals’ rights be permanently excluded from consideration for appointment
to the QPS.

That applicants who have been found guilty of other offences under the Criminal Code or Drugs
Misuse Act, offences against the Regulatory Offences Act, or of equivalent offences under other
Acts, be automatically excluded from consideration for appointment to the QPS if the offence
was committed in the last five years. If the offence was committed more than five years ago, the
applicant should be excluded unless the Integrity Committee determines that the person does not
present an integrity risk.

That applicants who have been found guilty of simple offences under the Vagrants, Gaming and
Other Offences Act, or minor offences under other Acts, be excluded from consideration for
appointment to the QPS unless the Integrity Committee determines that the person does not
present an integrity risk.

That applicants who have been found guilty of driving a motor vehicle with a BAC exceeding
0.1 per cent in the preceding five years, or who have two or more convictions for driving with a
BAC less than 0.1 per cent within the previous five years, be excluded from consideration for
appointment to the QPS. Two or more convictions for driving with a BAC over 0.1 per cent
should be grounds for permanent exclusion from the QPS.

That an applicant who has been found guilty of an offence which may result in exclusion, but
who argues special circumstances, may submit in writing a case for the exclusion criteria to be
waived. The decision on whether to accept this submission will be made by the Integrity
Committee.
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(vi) That the Ethical Standards Command and the QPS’s Human Resources Division be responsible
for determining which specific offences belong in the various exclusion categories, having regard
to the work done by the PEAC subcommittee.

Recommendation 34 — Failure to disclose relevant information

That applicants who knowingly fail to disclose relevant information on their application form and/or in
their medical assessment be automatically excluded from the selection process. The consequences of
failing to disclose relevant information should be made clear to all applicants.

Recommendation 35 — Provision of exclusion criteria to applicants
That a summary of the exclusion criteria be provided in the information booklet for applicants.

Recommendation 36 — Procedure when insufficient information available

That where there is insufficient information available to assess an applicant’s integrity, the application be
considered no further.

Recommendation 37 — Residence checks of applicants

(i) Thatresidence checks be no longer performed as part of the normal selection process. When an
integrity issue is raised, the Integrity Committee should have the discretion to order residence
checks for particular applicants. No applicant should be rejected on the sole basis of a negative
report from a neighbour.

(i) That the QPS Recruiting Section should send an inquiry form to the local station nearest to the
applicant’s current place of residence. If any adverse information is provided concerning the applicant,
the file should be forwarded to the Integrity Committee for further investigation and assessment. No
applicant should be rejected solely on the basis of information provided by a local station.

Recommendation 38 — Publishing of names in Police Gazette

That the practice of publishing the names of applicants in the Police Gazette be retained, but any information
received as a result be carefully assessed by the Integrity Committee to establish its validity.

Recommendation 39 — Drug testing of recruits

That the QPS drug test applicants when they have their medical examination and conduct random alcohol
and drug testing during the recruit-training program at the Academy. In addition, the Service should consider
introducing a similar substance-abuse policy for currently serving QPS officers and staff.

Recommendation 40 — Financial checks of applicants

(i) That all applicants to the QPS be required, at the time they submit their original application, to
complete a statement similar to the New South Wales statement of private interests, and also to
declare whether they, or their immediate family, have ever been declared bankrupt, sued by a
creditor, or defaulted under a loan or credit card contract. All applicants who reach the interview
stage of the selection process should be required to supply the QPS with a copy of their consumer
credit file (if one exists).

(i1) That any financial information that raises concerns about an applicant’s integrity be referred to
the Integrity Committee as the body responsible for integrity evaluations.

(iii) That as part of the guidelines already recommended for the Integrity Committee, there be clear
criteria developed specifying when financial information should be regarded as an integrity
issue, and how such issues should be further investigated.

(iv) That appropriate arrangements be made to ensure the privacy of all financial information about
recruits.
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Recommendation 41 — Written integrity tests

That personality and integrity tests be used, in conjunction with other integrity-screening measures, where
an integrity issue has been raised about an applicant. This will require a registered clinical psychologist
experienced in the area of psychometric testing to administer the tests and provide interpretation.

Recommendation 42 — Integrity interviews

That suitably qualified interviewers conduct a second interview with applicants for clarification on integrity
issues where there is incomplete information or when the source of the information may be unreliable.

Recommendation 43 — Integrity monitoring for the Police Recruit Operational Vocations
Education (PROVE) Program

That the discipline process for the PROVE program continue in its current form, but the Integrity Committee
be informed about all cases where a recruit is asked to show cause on disciplinary grounds.

Recommendation 44 — Integrity monitoring for the First Year Constable (FYC) Program

That there be no changes to the current processes or delegations for dealing with performance and integrity
matters within the FYC program. However, the Integrity Committee should be notified of any instances
where disciplinary action is taken against an officer in the FYC program.

Chapter 9: Referee checks

Recommendation 45 — Types of referee reports to be provided by applicants

(i) That the QPS continue to obtain referee reports from all of an applicant’s employers for the last
ten years.

(i1)) That the practice of obtaining two police and two personal referee reports be abolished but
applicants be able to submit one character referee report.

(iii)) That the applicant may submit a character referee report from a person with good standing in the
community (e.g. police officer, business owner) who must have known the applicant for a
minimum of two years.

Recommendation 46 — Use of personal referees

That where there are insufficient employer referees (i.e. because of limited employment history), the QPS
request the applicant to provide personal referees. In this case, the nominated referee(s) must have known
the applicant for a minimum of two years, and have some formal relationship with the applicant (e.g.
university lecturer, group leader, business associate or supervisor during an internship).

Recommendation 47 — Use of referee reports for integrity screening

That a systematic process be developed to use referee reports as a means of verifying the accuracy of the
information provided by applicants. Where there is inconsistency between the information sources, the
applicant’s file should be referred to the Integrity Committee.

Recommendation 48 — Develop a systematic process for referee checking

That a systematic process for referee checking be adopted. Initially, all employers for the last ten years
should be requested to complete a written referee report. If a concern is raised in a written report, a follow-
up telephone interview should be conducted with the referee. If the matter is performance-related, the
interview should be conducted by the Recruiting Section; if it is an integrity issue, the interview should be
conducted by the Integrity Committee.

Recommendation 49 — Revise structure and content of the referee report

That a new written referee report be developed using the guidelines specified in this chapter. The information
requested from an employer should be different from the information requested from a personal referee.
This task may be undertaken by the external consultants employed to review the panel interview process.
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Recommendation 50 — Introduction of a telephone-interview training program

That a telephone-interview training program (for referee-checking purposes) be developed. Panel
interviewers and members of the Integrity Committee should be trained in this area. The external consultants
reviewing the panel-interview process should be requested to develop this program.

Recommendation 51 — Introduce ratings for referee reports

That written referee reports be rated so that future evaluations can determine the value and importance of
these reports in the selection process.

Chapter 10: Physical fitness and ability testing

Recommendation 52 — The development of a health-screening process for selection

(i) Thatuse of the current physical competency test as a selection device cease as soon as practicable,
and no later than 1 March 1999, being replaced by a health-screening process to be developed to
identify those applicants who are unlikely to have the physical capacity to complete the training
program successfully.

(i1) That the consultants selected to review the physical skills education program address, as part of
that review, suitable ways of assessing the fitness of applicants, to detect those who are unlikely
to be able to complete the new program. These recommendations should be discussed by the
Physical Skills Education Review Steering Committee, the QPS’s EEO unit and PEAC before
submission to the Commissioner of Police.

(ii1) That applicants be strongly encouraged to do physical fitness training before acceptance to the
QPS. The information booklet given to applicants should include a guide to the type and frequency
of training recommended before commencement of the recruit training program.

Chapter 11: Medical screening

Recommendation 53 — Develop written guide to medical conditions relevant for selection

That the QPS urgently produce a detailed, written guide to medical conditions that may affect the performance
of particular duties of operational police. The guide should be produced with specialist policing, medical,
human movements and legal expertise and be made available to medical practitioners conducting medical
assessments and also, in summary form, to potential applicants.

Recommendation 54 — Medical examination to be basis of rejection on medical
conditions

That rejection of applications on medical grounds be made only on the advice of a medical practitioner,
and only after a medical examination of the applicant has been carried out to determine the degree of
impairment directly relevant to performance of the duties of a constable.

Recommendation 55 — Develop specific, verifiable criteria for rejection on a medical
basis

That the guide to medical conditions relevant to selection include specific, verifiable criteria measuring
the degree of impairment suffered by applicants.

Recommendation 56 — Development of a new medical questionnaire based on job
requirements

That a new medical questionnaire be developed, directed at medical conditions that will substantially
affect performance of the job requirements of operational constables. The questionnaire form should be
developed at the same time as the guide for medical practitioners, with contributions from medical, human
movements, legal and policing specialists. Applicants should give the completed questionnaire directly to
the medical practitioner who performs the medical assessment.
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Recommendation 57 — Management of medical information records

(1) That all medical information and reports on applicants be maintained as confidential files by the
Human Resources Management Branch and be available only to the relevant Selection Committee
and, after the selection process, to designated personnel in limited, appropriate circumstances.

(i1) That medical information on unsuccessful applicants be returned to them at the end of the selection
process, but such applicants be advised in writing that they may elect to authorise the QPS to
retain their medical information on file. Any authorisation should be in writing, and applicants
making this election should be given written notification of how their information will be stored
and used by the QPS and who will have access to it. Applicants should also be advised that they
may request the return of the information to them at any time.

Chapter 12: The Selection Committee

Recommendation 58 — Determination of an overall cut-off score for Selection Committee

That the QPS apply a cut-off point on the overall ranking of recruits, so that applicants scoring below that
point will be rejected before the Selection Committee stage. The cut-off point should be based on all
scores included in the ranking formula, and not just the overall ranking, and be applied consistently to all
intakes. However, some flexibility should be exercised with applicants from EEO target groups who are
just below the cut-off point but otherwise meet all requirements.

Recommendation 569 — Develop process and policy for the Selection Committee
decisions

That the Selection Committee develop a policy specifying the information it considers in making its
decisions. The policy should give due weight to all valid selection criteria, be applied fairly and consistently,
and be made available to all applicants. The policy should include a formal statement of the way in which
the QPS applies the merit process to recruit selection.

Recommendation 60 — Procedure where there is insufficient applicant information

That the Selection Committee policy specify that applications will not be considered by the committee,
even provisionally, unless all necessary information, including that set out below, is available to the
committee:

» confirmation from the Recruiting Section that the applicant has met all initial assessment criteria,
including criminal and traffic history checks, citizenship or permanent residency, driver’s licence,
minimum education and employment experience, first aid and keyboard certificates

» standardised psychometric tests score
» standardised panel interview score

* confirmation from the Integrity Committee that any integrity concerns about the applicant have
been resolved

» all required referee reports

» confirmation that the applicant has passed the physical competency test, or whatever test or
procedure replaces it

* medical assessment report.

Recommendation 61 — Responsibility of the Chair of the Selection Committee

That the Chair of the Selection Committee be responsible for ensuring that irrelevant considerations are
not raised, particularly those based on an attribute of the applicant that could be the basis of unlawful
discrimination, or those which raise issues already dealt with in the selection process. The Committee
Chair should also ensure that any irrelevant comments by interview panel members are disregarded by the
Selection Committee.
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Recommendation 62 — Withholding irrelevant information from the Selection Committee

That the Selection Committee not be given irrelevant information such as psychometric test responses or
raw scores, interview responses or raw scores or information relating to any earlier interviews, documents
concerning integrity issues (apart from confirmation from the Integrity Committee that there are no
unresolved integrity concerns regarding the applicant), or documents concerning the initial assessment
criteria (apart from confirmation from the Recruiting Section that such criteria have been met).

Recommendation 63 — Exclusion of Committee members who know the applicant

That Committee members who know particular applicants must disqualify themselves from any decision
regarding that applicant. Decisions should be made from the material collected by the appropriate selection
procedures, and not from informal, ad hoc contacts.

Recommendation 64 — Selection Committee policy on weighting of referee reports

That the Selection Committee policy detail the weight to be given to referee reports compared to other
selection factors, and set out a consistent and fair process for considering adverse referee reports.

Recommendation 65 — Selection Committee to adopt majority vote system

That the consensus approach to Selection Committee decisions cease, and applications be determined by
a majority vote, with the Chair having a casting vote, if necessary.

Recommendation 66 — Provision of feedback to unsuccessful applicants

That the Chair of the Selection Committee or some other person nominated by the QPS be the designated
contact person for all requests from unsuccessful applicants for feedback. Applicants who request feedback
should be advised of why their application did not succeed, any steps they can take to improve their
prospects for success, and the appropriate procedure for reapplying. Unsuccessful applicants should be
advised in writing of their right to request such feedback.

Recommendation 67 — Develop policy to manage applicants who reapply
That the Selection Committee policy specifically address the issue of applicants who reapply for selection.

Recommendation 68 — Policy on assessment of suitability and appointment of applicants

That applicants who are selected for appointment commence that appointment at the most appropriate
time, taking into account any preference for where training is to be completed, and the convenience of
both the applicant and the QPS. Applicants not yet qualified for appointment should not have their application
considered until such time as they become qualified, except where the outstanding requirement is completion
of an educational qualification which will be obtained before the commencement date of the intake.

Recommendation 69 — Development of training program for Committee members

(i) That as part of the consultancy recommended in chapter 7, a comprehensive training program
for Selection Committee members also be developed.

(i1) That the Recruiting Section ensure that all Selection Committees have appropriate gender
representation and that, if possible, other EEO target groups are also represented, if necessary
through the selection of a community representative.

Recommendation 70 — Consultation between Committee and Chief Superintendent

That no Selection Committee recommendation be rejected by the Chief Superintendent of Human Resources
Division without the Chief Superintendent first reconvening the relevant Committee, presenting a statement
of concerns about the recommendation, and discussing those concerns with the Committee. If the matter
cannot be resolved by consultation, the Chief Superintendent must then make the selection decision according
to the relevant delegation.
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Chapter 13: Sequencing and weighting of selection devices

Recommendation 71 — Sequencing the selection process
That the QPS adopt the sequence of selection devices and processes proposed in figure 13.2.

Chapter 14: Selection process for POCC

Recommendation 72 — Assessment of previous policing experience for Police
Operational Conversion Course (POCC) applicants

(i) That the QPS develop a systematic process for assessing and comparing applicants on the basis
of previous policing experience. Information to be collected about applicants should include:

* number of years in general duties and number of years since performing general duties
* number and type of speciality areas worked in

* number of years of formal supervisory or management experience

* highest position attained.

(ii)) That previous employment in fields other than policing be assessed using the same systematic
process as that applied to main entry recruits.

Recommendation 73 — Assessment of education for POCC applicants

That the QPS develop a systematic process for assessment and comparison of applicants on the basis of
education. Information on post-secondary education should be evaluated in the same way as it is for main
entry recruits. A systematic process for assessing and comparing prior police education and training should
also be developed.

Recommendation 74 — Cognitive-ability testing of POCC applicants

That the QPS, in conjunction with the CJC and PEAC, undertake a study to determine the validity of the
cognitive-ability test battery in predicting the Academy and work performance of successful POCC
applicants.

Recommendation 75 — Personality assessment of POCC applicants

That the QPS Board of Management consider if POCC applicants should be required to undergo personality
assessment to determine psychological fitness for general duties policing. If psychological screening is
adopted, the Sixteen Personality Factor questionnaire should be used for selection.

Recommendation 76 — Physical testing of POCC applicants

That the medical and fitness assessment process and criteria used for the selection of PROVE applicants
also apply to the selection of POCC applicants. This recommendation should be implemented when the
new health-screening process recommended in chapter 10 is introduced, but by no later than 1 March
1999.

Recommendation 77 — Referee checking for POCC applicants

That the referee report for police supervisors be developed by the external consultants reviewing the panel
interview process. This report should specifically address the applicant’s prior policing experience as it
relates to the requirements of general duties policing. Other recommendations made in chapter 9 regarding
referee reports should also apply to the POCC selection process.

Recommendation 78 — Integrity screening of POCC applicants

That all POCC applicants, once they have completed the panel interview, be referred to the Integrity
Committee for evaluation. The Integrity Committee should develop guidelines for evaluating complaints
history and other relevant information for applicants with prior policing experience.
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Recommendation 79 — Procedure when there is insufficient information for integrity
screening of POCC applicants

That POCC applicants only be considered by the Integrity Committee when all information is available,
including a complaints history. When this information is not available, the applicant should not be considered
any further.

Recommendation 80 — Eligibility criteria for the POCC program

That the Human Resources Management Manual and any other reference material be updated to reflect
accurately the eligibility criteria for the POCC program.

Recommendation 81 — Maximum time lapse since previous police experience

That applicants who have not been employed in policing work within the preceding five years be excluded
from consideration for the POCC program, unless there are special circumstances that would justify the
Selection Committee making an exemption.

Recommendation 82 — Assessing experience in related industries for POCC applicants

That in cases where work experience in a related industry is to be considered, a substitute for policing
experience in applications to the POCC program, a systematic and comprehensive comparative process be
adopted. This will ensure there are sufficient similarities in job duties and in the knowledge, skills and
abilities required before the work can be considered a suitable substitute for policing experience. As part
of this process, applicants should make a written submission outlining how their work experience meets
the selection criteria.

Recommendation 83 — Panel-interview process for POCC applicants

(i) That the panel-interview process for POCC applicants be comprehensively reviewed by an external
consultant. There needs to be particular attention given to:

+ developing questions that directly relate to previous policing experience
* ensuring that questions are directly related to the selection criteria
* determining the number and quality of questions relating to previous policing experience.

(ii)) That all recommendations made in chapter 7 to be applied to the interview process used for
applicants to the POCC program.

Recommendation 84 — Panel-interview questions for POCC applicants

That interview questions for POCC applicants aim to elicit sufficient information to allow interviewers to
assess whether an applicant has the basic knowledge, skills and abilities to undertake the abridged program.

Recommendation 85 — Provision of information on POCC program to interviewers and
recruiting staff

That interviewers and other recruiting staff be provided with adequate information regarding the POCC
program so they are able to determine the applicant’s suitability for the abridged course.

Recommendation 86 — Selection Committee for POCC applicants

That all recommendations made regarding the PROVE Selection Committee also apply to the POCC
Selection Committee. In addition, a formal POCC selection policy be developed and documented. The
policy should address the selection criteria and the selection process, including the weight to be given to
each selection criterion.
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Chapter 15: Implementation and evaluation

Recommendation 87 — Establish a comprehensive implementation and evaluation strategy

That the QPS develop an implementation program to determine how and when changes to the recruitment
and selection process are made and, in consultation with the CJC, develop and implement a comprehensive
strategy to monitor and evaluate recruitment and selection processes. The QPS should report regularly to
PEAC on implementation and evaluation issues.
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Chapter 1: Introduction

This is a report of the Police Education Advisory Council (PEAC), a body established in July 1990 to
advise the Commissioner of the Queensland Police Service (QPS) on education and training policy.
PEAC’s diverse membership includes representatives from all levels of the QPS, the Criminal Justice
Commission (CJC), academics and the community. This report reviews the processes for recruitment
and selection of constables for the QPS.

The chapter begins by canvassing the importance of recruitment and selection to the QPS, followed
by discussion of:

» the historical perspective, describing changes to recruitment and selection that have occurred in
the past two decades

 current QPS recruitment and selection procedures
 the need for this review, its establishment, scope and purpose

 the structure of this review.

Importance of recruitment and selection

The human resources of any organisation are usually its key ingredient for success. Employees provide
the services, operate the technology and manage other employees and resources. Employees are also
the most unpredictable of resources, and often are the largest ongoing cost (Nankervis, Compton &
McCarthy 1996). These circumstances make the recruitment and selection of the right employees a
matter of fundamental importance.

Recruitment and selection are particularly important for policing organisations. To function properly,
police services need to maintain high levels of trust and cooperation with government and the public.
The selection of the right people as police officers is essential if public confidence in the integrity and
effectiveness of the police service is to be established and maintained.

For the QPS, recruitment and selection processes have taken on a further dimension since the Fitzgerald
Inquiry. The report of that Inquiry (Fitzgerald Report 1989) argued that aspects of the QPS, including
its recruitment practices and inadequate training programs, had contributed to an organisational malaise
featuring ‘misconduct, inefficiency, incompetence and deficient leadership’ (p. 200), and a police
force that was insulated from the community it served and which felt threatened by external criticism
(pp. 208-212). Part of the remedy proposed for that malaise was to achieve cultural change among
police officers by changing recruitment practices to ensure new entrants were more mature, better
educated, and from a more diverse range of backgrounds (pp. 245-247).

Since the Fitzgerald Report, policing in Queensland has undergone rapid change. The Report on the
Review of the Queensland Police Service (QPS Review 1996)! described that change:

The QPS has undoubtedly made considerable progress towards transforming itself into the sort of
service envisaged by the Fitzgerald Inquiry. This transformation has required it to move from a rigid,
authoritarian hierarchy to a modern, responsive, client-focused service. The QPS is attempting to
replace control and command structures with concepts of delegation and innovation. Strategies such
as community policing and liaison are being developed to lessen reliance on force and confrontation.
In terms of physical resources, the QPS has, in less than 10 years, moved from an era of manual
typewriters to one of networked computers and integrated data systems (p. 56).

Other external factors have contributed to cultural change in the QPS. In particular, there has been an
increasing professionalism of police services throughout Australia and overseas. Greater reliance is
now placed on education, management and the development of alternative strategies, as opposed to

t Also known as ‘the Bingham Review’ and referred to in this publication as ‘QPS Review 1996’.
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old concepts of force and control. This changed culture is reflected in the QPS Vision Statement,
which describes a “professional police service, dedicated to excellence’.

Increasingly, professionalism and excellence in policing are related to levels of education — both in
terms of attracting recruits who hold tertiary qualifications and in requiring further education to be
undertaken as a prerequisite to promotion. The QPS has introduced a Constable Development Program,
which must be completed by officers seeking promotion to the rank of senior constable. The program
is accredited at the level of a university postgraduate diploma. Similar programs are planned for
officers seeking promotion to higher levels within the QPS. Soon possession of a postgraduate
qualification will be essential for any advancement within the QPS.

The creation of this new culture has important implications for recruitment and selection. It is no
longer enough simply to select recruits able to perform the functions of general duties constables.
The recruits now being selected will be responsible for implementing and developing the long-term
vision of the QPS as a professional organisation devoted to excellence. These recruits will need to be
capable of fulfilling the planned educational programs necessary for promotion. They will need the
flexibility and skills to adapt and respond to continuous environmental change.

Recruitment and selection, therefore, play an important role in shaping the nature of the QPS as an
organisation. The selection processes that operated in the 1980s produced the police force described
in the Fitzgerald Report. Current processes will create the QPS of the next century. It is important to
get the processes right, but it is equally important to recognise that this review is not the final word on
the subject. The external environment will continue to change, and recruitment and selection processes
will need to be adapted to reflect those changes.

Ongoing monitoring and evaluation of recruitment and selection are of fundamental importance.
There are some issues which, at this stage, can be flagged for future monitoring. For example, at
some time in the short- to medium-term future, there will be a need to consider whether possession of
auniversity degree should be a prerequisite for entry to the QPS. This question will assume increasing
relevance as levels of tertiary education among the general community continue to rise. While the
issue is not examined in this report, its importance is recognised, as is the recent discussion of the
issue in other jurisdictions, particularly New South Wales. Issues such as this will form part of the
future agenda for PEAC.

There are further reasons for the QPS to have the right recruitment and selection processes. Although
the costs to the Service remain unmeasured, less than optimal recruitment practices may result in:

 reduced work efficiency and output through the selection of individuals with insufficient knowledge,
skills and abilities to learn and competently execute the job of policing

* high attrition rates due to selecting applicants that have a poor commitment to the organisation,
become dissatisfied with the job, or are not suitable for the job of policing

 high absenteeism due to selecting applicants who are unsuitable for the job and have low motivation
and commitment

» damage to morale and reputation of the Service by the behaviour of officers with poor ethical
views and integrity.

The importance of the integrity aspect of recruitment and selection processes was shown in the recent
CJC inquiry into police corruption led by the Honourable W J Carter, QC (CJC 1997). The inquiry
uncovered corrupt activity among isolated pockets of police, some of whom had been only recently
recruited. Corrupt activities cause huge expense to both the Service and the community. It is therefore
relevant to question how the integrity and ethics screening aspect of recruit selection can be improved
to reduce the number of police who are likely to become “corrupted’ or who already have a propensity
to act unethically.
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Considerable research shows the high costs of selecting poor-quality recruits, including financial
loss for wasted training and employment (Cooksey 1991; Beck & Wilson 1995), loss of public image
for the police service and a potential increase in police complaints and subsequent legal action (Beck
& Wilson 1995). In the QPS, no comprehensive quantification of the costs of recruit and selection
processes has been undertaken, but table 1.1 below indicates that substantial expenses are involved.
Other costs not dealt with in the table include those related to integrity checking and the Selection
Committee process (see chapters 8 and 12).

The high costs involved make it imperative that everything possible is done to ensure that recruit-
selection processes produce the best possible results for the QPS. Each selection technique used
should be effective, cost-efficient and make a valid and reliable contribution to the selection process.

In addition to these costs, expenses related to recruit training also need to be considered. Approximate
costs are set out in table 1.2 below. Recruits who do not complete their training, who leave the
Service at an early stage, who must take stress leave or retire on medical grounds, or who become
subject to the complaints and discipline system, represent a heavy drain on limited resources.

Table 1.1 — Approximate costs to recruit an average PROVE intake

Process Cost
$

Processing applications 203,600
Administering and processing psychometric tests 800
Conducting the physical competency test (PCT) 1,700
Conducting panel interviews 24,900
Advertising 17,400
Total 248,400
Note: Based on average intakes of 100 to 140 recruits to the Police Recruit

Operational Vocational Education (PROVE) program.
Source:  Recruiting Section, QPS

Table 1.2 — Approximate training and education costs per PROVE recruit

Cost
$

PROVE Program

Academy administration and salaries 6,979
Recruit wage during training 10,248
Total 17,227
FYC Program

Administration and salaries 1,397
FYC salary (minimum) 36,362
Total 37,759
Total cost of training recruit 54,986

Note:  Costs calculated as a proportion of relevant overall administration
costs, based on 540 recruits per year.

Source:  Queensland Police Service Academy
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Historical perspective

Changes to the QPS recruitment and selection process over the past two decades have resulted mainly
from moves towards professionalism, legislative changes, and the growing importance of accountability
and validity. In the early 1980s, the following selection criteria and procedures were required of
applicants (QPS Policeman’s Manual):

Australian citizenship
minimum age of 18 years and four months and maximum age of 39 years

good character (evaluated by a police report based on information such as whether the applicant had a
relative of such character as to bring discredit on the Police Force; was the parent of a child born out of
wedlock; or had any illicit entanglements with females or males)

criminal record free from conviction and/or misdemeanour

males to be a minimum height of 172 cm in bare feet, a minimum weight of 65 kg stripped, a minimum
deflated chest measurement of 900 mm and a minimum chest expansion of 60 mm, irrespective of chest
measurement

females to be a minimum height of 163 cm in bare feet, a minimum weight of 52 kg stripped and a
minimum chest expansion of 60 mm, irrespective of chest measurement

where necessary, tests of physical fitness to be conducted prior to induction

applicants to be free from physical defects (e.g. weak constitution, imperfect development or malformation,
physical weakness, skin diseases, defects of vision, colour-blindness, speech impediment, diseases of
the ears, nose, mouth or gums, lung disease, deformity or contraction of the chest, tuberculosis, obesity,
sexually transmitted diseases, defects of the genital organs, diseases of the stomach and/or bowel, constitutional
mental inadequacy or psychiatric defect or history thereof)

minimum educational qualification of a junior certificate [Year 10]

applications to be made to the recruiting section of police headquarters if within Brisbane, otherwise to
the officer in charge of the nearest police station.

Legislative changes in 1984 increased the maximum age for entry to the service to 40 years.

The Fitzgerald Report (1989) found that an applicant’s suitability was assessed subjectively by a
panel and that few selection techniques with formal validation were available to assist panel members
in their decision making. The report concluded that a professional recruitment and selection process
must be implemented which should use a range of assessment techniques based on selection criteria
that reflect the job requirements (p. 245). To achieve this, the following recommendations were made:

Cl6 community policing be adopted ...

(d) staff with language abilities and cultural skills are to be recruited to gain the acceptance and
cooperation of ethnic and aboriginal communities.

C1.11  aprofessionally designed process be introduced for the recruitment and selection of trainee
police officers which will provide for:

@) adequate testing of aptitude, including psychological and other proven test procedures

(b) thorough evaluation of the history of each applicant in terms of past behaviour and standards
of conduct

(©) removal of past restrictions on the recruitment of women, and emphasising recruiting the
best possible applicants for police service irrespective of sex, race, or religion

(d) phasing out of the present cadet system which directly recruits Grade 12 school-leavers

(e) introduction of lateral recruitment to positions in the Police Department

(j)] introduction of term and contract appointments. (p. 382)

The QPS has implemented the majority of these recommendations.
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Table 1.3 outlines the changes in the recruitment and selection process since 1989.

Table 1.3 — Changes in the recruitment and selection process since 1989

Year Description of change

1989 » minimum height and weight requirements abolished

1990 » PSA Act introduced — appointments to be made on merit and cadetships
abolished

» maximum age limit abolished

introduction of community representative on interview panels
firearms test and timed 2.4 km run introduced

psychometric testing introduced

job-related selection criteria introduced

introduction of structured interview and referee reports
introduction of integrity vetting through the PSU and CJC

1991 * university-based recruit-training program commenced

applicant education assessed and ranked on notional Tertiary Entrance score
selection panel workshops held

psychometric test and interview used for selection

1992 * Selection Committee formed
bridging program for ATSI applicants introduced
education included with psychometric test and interview for final selection

1993 * PCT replaced timed run for PROVE intakes
education/employment matrix developed

introduction of minimum education requirement of two-year associate
diploma
introduction of requirement for first aid and typing certificates

1994 * PROVE program commenced
e driving test introduced
1995 * POCC program introduced
1996 « visual acuity requirements amended
1997 « introduction of traineeship in policing for ATSI applicants

» PCT modified to include step at two obstacles
« firearms test ceased
« introduction of formal vetting procedure to screen rejoiners

Source: Recruiting Section, QPS

In addition to these changes, the Criminal Justice Act 1989 gives the CJC responsibility for overseeing
reform of the Police Service, monitoring the performance of the Police Service, and providing the
Commissioner with policy directives on matters including the education, training and operations of
police (section 23). The Research and Prevention Division of the CJC has particular functions to
review the effectiveness of police recruitment and selection (section 56(3)(f)(iv)).

Current QPS recruitment and selection process

The current selection process uses multiple techniques to select recruits from a relatively large applicant
pool. There is a series of ‘hurdles’ that applicants must pass. At each hurdle some applicants will be
‘knocked out’, the process continuing until the number of remaining applicants is close to the number
of positions available at the Academy. Figure 1.1 outlines the current sequence of hurdles.

Applicants initially are assessed on Australian citizenship, driver’s licence, education and employment,
and integrity. The score given to each applicant for educational qualifications also encompasses
work experience. Education and number of years of work experience and, in some cases, the types of
work experience are combined to give a single score. In some cases, applicants who do not meet the
education criteria may be accepted on the basis of relevant work experience alone.
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The next hurdle is psychometric assessment. The battery consists of eight tests, which cover non-
verbal and verbal reasoning, memory and clerical skills, spatial, numerical and mechanical abilities.
The general purpose of these tests is to measure intelligence, independent of cultural biases and
education. Aspects of personality are measured by the Sixteen Personality Factor (16PF) questionnaire,
although results are not formally incorporated into the selection process.

After completing the PCT, applicants are short-listed and interviewed. The three-member interview
panel comprises two members of the QPS and a representative of the community, independent of the
QPS. Interviewers are provided with a list of approximately 25 questions based on the selection
criteria. Not all questions are asked of each applicant, and interviewers may ask additional questions
that are not on the list. The interview panel makes a decision to recommend or not recommend the
applicant for selection into the QPS.

In the final selection phase, applicants are given a single score comprising the composite psychometric
test result, the rating of education/employment history, and the score from the structured panel
interview. Each of the three components is weighted equally (33.33%).

The Selection Committee makes the final recommendation as to whether an applicant should be
accepted, carried over to the next recruit intake pool or rejected. Committee members consider the
final score, as discussed in the previous paragraph, as well as information from other selection
techniques (e.g. qualitative comments from the panel interviews, referee checks) to reach a decision
on the applicants who have made it to the end of the selection process. The Selection Committee’s
recommendations are considered by the Chief Superintendent of the Human Resource Development
Branch (HRDB) within the QPS, who has authority delegated from the Commissioner to appoint
recruits.

Figure 1.1 — Current sequence of hurdles and processes for selection

Application received ‘

Application assessed on integrity, driver’s licence,
Australian citizenship, education/employment experience

Psychometric assessment

Short-listed for interview based on combined
education and psychometric assessment

?anel interview, medial examinatioﬁ Community
background
inquiries

byl

ank order list compiled on combined education/employment score,
psychometric assessment and interview panel rating

‘ Physical competency test‘

‘ Selection Committee‘

‘Applicant offered appointment ‘

Source: QPS 1997
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Establishment, scope and purpose of the review

The need for a review was highlighted in a CJC report in June 1996, undertaken as part of the CJC’s
statutory function to monitor QPS recruitment and selection processes (CJC 1996a). The report assessed
the validity and utility of certain recruit selection devices in predicting recruit performance at the
QPS Academy. Academy performance was used to measure selection criteria effectiveness because
no standardised measure of the work performance of constables was available.

Key findings of the analysis were:

» psychometric test results and education/employment ratings were the best predictors of performance
at the Academy

» panel-interview ratings contributed very little to predicting Academy performance

» psychometric test results and education were not correlated, indicating that they were independent
measures of performance

» some of the psychometric tests that formed the composite score for each applicant had poor
predictive value for Academy performance

 the 16PF questionnaire did not assist in screening applicants in or out of the selection process; no
consistent test profile could be found for poor performers at the Academy.

The CJC report concluded that the current selection criteria and selection process used by the QPS
should be further evaluated. The release of the report coincided with concerns raised at the first
Australasian Women and Policing Conference regarding the validity and fairness of the PCT used by
the QPS in recruit selection (Prenzler 1996).

Accordingly, PEAC established this review of the recruitment and selection procedures used by the
QPS. The subcommittee formed to carry out the review included major stakeholders in the recruitment
and selection process (e.g. QPS Human Resource Division (HRD) and Equal Employment Opportunity
(EEO) sections, operational police, the Academy, the CJC, representatives from PEAC, and the
community). The subcommittee was chaired by the Chair of PEAC, the Honourable W J Carter, QC,
and was resourced largely through the HRD and the Research and Prevention Division of the CJC.

The subcommittee’s functions were to review all aspects of the recruitment and selection process,
including marketing strategies and the final Selection Committee process, in addition to individual
selection techniques (e.g. panel interviews). The subcommittee also considered alternative and
additional strategies to improve the precision and validity of the overall selection process.

Shortly after the subcommittee was established, the QPS Review 1996 recommended that:

« the physical requirements for entry to the QPS be evaluated for job relatedness by the QPS Human
Resources Division (HRD) before the end of 1996

» the PEAC subcommittee reviewing the current recruit selection process include the PCT as part
of its review, giving particular attention to whether the test discriminates against female applicants

» the Commissioner ensure that systematic reviews of selection criteria are included as part of the
regular monitoring of the performance of the recruit selection process (Recommendations 42 and
43, pp. 96-98).

PEAC regarded this review as an opportunity to refine recruitment and selection in the QPS to achieve
processes which would be progressive, feasible and accountable, and which would:

 select people with the required knowledge, skills, abilities and aptitude to undertake the recruit-
training program and the job of a general duties police officer

 select people with the highest ethical values and integrity
* Dbe valid and reliable
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» be non-discriminatory and conform with the law
 select people representative of the community within which the Service exists

 ensure that the individuals involved in the selection process are trained in the most effective use
of the selection techniques

 ensure that recruitment and selection in the QPS continues to evolve and adapt to the changing
needs of the Service and the community generally.

PEAC had regard to the general consensus in the relevant literature that the development of the ideal
selection process should include four steps (Gowan & Gatewood 1995):

1. conducting a job analysis, which requires the systematic collection of information about the job
duties, the tools, equipment and other items/resources used to complete duties, as well as information
regarding the environment in which the duties are executed

2. identifying the knowledge, skills and abilities necessary for the job, where:

— knowledge is the information that makes for successful task performance (e.g. knowledge of
police duties);

— skills are the individual’s level of competency, proficiency or ability to perform specific
psychomotor tasks (e.g. skill to drive a car at speed); and

— abilities are the competencies to perform a behaviour that is observable, or that results in an
observable outcome (e.g. ability to keep two angry people calm to resolve a conflict)

3. developing assessment techniques that can accurately measure knowledge, skills, and abilities

4. validating the assessment techniques.

These steps require the screening or selection process to be justified in terms of its relevance to the
successful performance of recruits as police officers and/or the functioning of the organisation.

Previously used selection processes for police jurisdictions suggest the ideal officer is of large physical
stature with a high level of fitness. These ideals would be appropriate if the role of a police officer is
conceptualised as one strictly of law enforcement. However, order maintenance and the provision of
social services appear to constitute most of a police officer’s time. In particular, police work involves
interaction with citizens and the provision of human services. The complex nature of policing means
that the job needs to be analysed continuously to develop and improve the recruitment and selection
process. It is also important that police organisations can demonstrate the relevance of a selection
technique to general duties policing, as well as prove that the knowledge, skill or ability level required
before entry is the same as that required to perform the recruit program and the job of general duties
policing.

The “ideal’ recruitment and selection process must be valid but also effective and cost-efficient. The
QPS is currently aiming to attract 500 to 550 suitable recruits from about 3,000 total applications
each year (source: QPS Recruiting Section, May 1998). The recruitment and selection procedures
must be able to process large numbers of applicants in the most cost-efficient way. There must be
consideration of how effectively each selection technique can “cull’ the applicant pool and at which
stage each technique should be used. Logically, cost-effective techniques with high validity should
be used early in the process, leaving expensive techniques with high validity till later in the process.

To improve continually the effectiveness of selection procedures, there must be a constant monitoring
of the requirements of police tasks in the face of changing social circumstances. The organisation
must also be receptive to problem areas in police functioning (as evidenced, for example, by a large
number of on-the-job injuries, or complaints from the public), possibly representing an inadequacy
among police officers in the specific skills or abilities required for certain tasks.
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Structure of the report

Chapter 2 describes the legal, policy and organisational context within which recruitment and selection
occurs in the QPS. Issues of particular concern are discussed again throughout the report, particularly
government policy to achieve rapid increases in police numbers, and the effect of anti-discrimination
and EEO legislation.

Chapter 3 provides further background by discussing the role of the general duties police officer,
which is the role for which all recruits are selected and trained. The job description, the inherent
requirements and desirable psychological traits of persons performing the job, and selection criteria
are discussed.

Chapter 4 discusses current activities designed to attract applications for recruit positions, and reveals
that the overall numbers of applications have not increased in line with the much larger numbers of
recruits now being selected. In addition, the strategies have not been successful in attracting more
applicants from people belonging to EEO target groups.

Chapter 5 identifies and discusses initial criteria by which all applicants are assessed, and the basis
on which applicants can be rejected from further participation in the selection process.

Chapter 6 describes the psychological and personality tests currently administered to applicants, and
analyses the validity and usefulness of those tests in light of relevant research.

Chapter 7 discusses the panel-interview process, which is used to recommend which applicants are
considered most suited to policing careers. Problems with the current process are identified, particularly
the unstructured nature of the interview, and lack of training given to interviewers.

Chapter 8 sets out the current processes by which applicants’ integrity and ethical values are assessed,
and recommends refinements to that screening process, including the adoption of new integrity
measures.

Chapter 9 describes current processes dealing with applicants’ referee reports. Problems identified
include the categories of people from whom reports are obtained, the structure and content of the
reports, and inconsistencies in the way in which reports are considered.

Chapter 10 analyses the validity of the current PCT undertaken by recruit applicants, and discusses
the effect of anti-discrimination law on that test.

Chapter 11 deals with the medical evaluation of applicants, particularly the effect of anti-discrimination
and privacy laws.

Chapter 12 deals with the Selection Committee, which is responsible for making the actual selection
recommendation. Problems in the committee processes are identified, particularly in relation to its
lack of consistency in decision making.

Chapter 13 discusses the overall sequencing of selection criteria, and in particular, the different
weighting given to the current devices in the making of the final decision.

Chapter 14 examines the separate selection procedures for the special, abridged program offered to
applicants with previous policing experience. Particular attention is paid to differences in the application
of selection criteria between programs.

Chapter 15 deals with the need for a planned process of implementation of the recommendations
made in this report. It also stresses the need for continued monitoring and evaluation of recruitment
and selection processes, both the current processes assessed in this report and alternative selection
strategies.
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Conclusion

Recruitment and selection are vital to the QPS, both to achieve current and future organisational
goals and to minimise the financial and other costs of selecting the wrong applicants.

The QPS should be commended for its efforts to date to reform its recruitment and selection processes,
efforts characteristic of the QPS since the Fitzgerald Inquiry. However, there is a need for the overall
recruitment and selection process to be reviewed and validated, and for a mechanism to be put in
place to allow the process to be continually evaluated and improved when necessary. These issues
are dealt with in the rest of this report.
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Chapter 2: Legal, policy and organisational
Issues

The recruitment and selection process for the QPS is conducted within a legal, policy and organisational
framework — that is, recruitment and selection procedures need to comply with the law, government
policy and the QPS’s own organisational policies and strategies.

This chapter provides a background to the review by identifying and briefly discussing issues relevant
to the recruitment and selection procedures dealt with later in this report. More detailed analysis
occurs where relevant throughout the review.

Legal issues affecting recruitment and selection

The primary legislation governing the QPS is the Police Service Administration Act 1990 (PSA Act).
The PSA Act sets general principles governing the recruitment and selection process in that it:

e establishes the position of recruits as members of the QPS (section 2.2)

® requires certain appointments within the QPS, including appointments of recruits, to be made
by fair and equitable procedures, which must include the inviting of applications, selection of
applicants on merit, and the absence of unjust discrimination (section 5.2(2))

¢ makes the Commissioner responsible for the selection of recruits (section 4.8(2)(e))

® requires the Commissioner, subject to the PSA Act, to ensure compliance with the requirements
of all Acts and laws binding on members of the Police Service (section 4.8(4)(b)).

The Commissioner, therefore, is responsible for ensuring fair, equitable, merit-based, non-
discriminatory procedures in the selection of recruits, and for ensuring compliance with other laws
affecting the recruitment process.

Other laws that may affect recruitment include:

¢ anti-discrimination legislation, particularly the Queensland Anfi-Discrimination Act 1991 and
the Commonwealth Racial Discrimination Act 1975, both of which include provisions aimed at
preventing discrimination in employment

e the Queensland Equal Opportunity in Public Employment Act 1992, which imposes positive
obligations on public sector employers engaged in making employment decisions

¢ administrative law including the Queensland Judicial Review Act 1991, Freedom of Information
Act 1992, and Parliamentary Commissioner Act 1974, which may offer some redress to persons
affected by employment decisions in the QPS

® privacy laws.

These legal obligations affecting the recruitment and selection process are discussed further under
five headings: the merit process, anti-discrimination, equal opportunity, reviews of recruitment
decisions, and privacy.

The merit process

As discussed above, the PSA Act requires ‘fair and equitable procedures’ in the appointment of
recruits. Those procedures must include the invitation for applications and selection on the basis of
merit. The PSA Act does not specify how the requirement for fair and equitable procedures for
recruit selection may be fulfilled, or what is meant by selection on the basis of merit. The Police
Service (Administration) Regulations 1990 and the HRM Manual are also silent on these matters.
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However, the PSA Act does contain some guidance on the meaning of merit. The appointment of
police officers is subject to the same requirement for fair and equitable procedures as that applying to
recruits, but with a further provision defining merit to comprise:

¢ the integrity, diligence and good conduct of the officer
¢ the potential of the officer to discharge the duties of the position in question

¢ the industry shown by the officer in the performance of the duties of office in the course of the
officer’s career

¢ the physical and mental fitness of the officer to perform the duties of the position in question
(section 5.2(5)).

The officer’s potential to discharge the duties of a position is to be judged by factors including:
¢ the performance of duties of office in the course of the officer’s career
¢ the range of practical experience of the officer in or outside the Service

¢ the ability, aptitude, skill, knowledge and experience determined by the Commissioner to be
necessary for the proper performance of the duties of the position in question

e any relevant academic, professional or trade qualifications of the officer (section 5.2(6)).

Further guidance about the merit process can be gained by examining its application in the public
sector more generally. The Public Service Act 1996, which does not apply to recruits or police officers,
provides that, subject to certain exceptions, selection for the Queensland public service must be
based on merit alone (section 78(1)). Merit is to be determined by taking into account:

e the extent to which each applicant has abilities, aptitude, skills, qualifications, knowledge,
experience and personal qualities relevant to the carrying out of the duties in question

¢ ifrelevant, the way in which each applicant carried out any previous employment or occupational
duties; and the extent to which each applicant has potential for development (section 78(2)).

The Office of the Public Service has recently issued guidelines on the requirements applying to the
recruitment and selection of public service employees (OPS Directive No. 5/97). The directive requires:

e the basis for selection to be merit

¢ the obligations in the Equal Opportunity in Public Employment Act and the requirements of the
Anti-Discrimination Act to be met

¢ the use of a job description setting out the duties, outcomes and responsibilities of the job and
the use of selection criteria against which the relative merits of applicants are to be assessed

e vacancies to be advertised as widely as practicable
¢ the use of selection methods that provide transparent, effective, bias-free decisions

¢ documentation that clearly explains the decision-making process in a form that allows it to be
reviewed

e selection documents to be retained for at least 12 months and their confidentiality to be maintained.

From this discussion, it is apparent that both the PSA Act and the Public Service Act relate merit
(apart from the requirement for integrity) to the applicant’s ability, potential, fitness, aptitude,
knowledge, skill, experience, or qualification to perform the duties of the office in question. A merit-
based assessment of applicants depends on an accurate understanding and statement of the duties of
the position, and selection criteria which relate directly to those duties.

This review has considered the extent to which QPS recruitment and selection procedures comply
with the legislative requirement for a merit-based process. That consideration has involved a review
of the requirements of recruits during their training, and, given that successful recruits will fill the
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position of constable, of the functions and duties of that position (which are discussed further in
chapter 3). The review has particularly considered the extent to which each step in the selection
process reflects the actual requirements of recruit training, and the duties of constables. These issues
are discussed where relevant in the subsequent chapters of this report.

Anti-discrimination

As discussed above, section 5.2(2) of the PSA Act prohibits unjust discrimination in the recruit
selection process. Additional anti-discrimination obligations arise under both State and Commonwealth
law.

The effect of anti-discrimination law is to place an obligation on the QPS to ensure that its recruitment
and selection processes do not discriminate on the basis of any of the attributes that are recognised
under the relevant legislation, which under the Queensland Anti-Discrimination Act include: sex,
marital status, pregnancy, parental status, age, race, impairment, religion, political belief or activity,
trade union activity, or lawful sexual activity (section 7). Discrimination on these bases in the pre-
work area is specifically prohibited, with that area being defined to include decisions as to who
should be offered work, the terms of work offered, or access to a training program (section 14).
Breaches of the Anti-Discrimination Act are enforceable in the Anti-Discrimination Tribunal and, in
some circumstances, the Supreme Court.

Unlawful discrimination may be direct in that a decision is taken not to employ a person with a
particular attribute, such as race (section 10). Indirect discrimination — which occurs when a policy
has a disproportionate impact on a particular group of people — is also prohibited. Examples given
in the Act include a height requirement which tends to discriminate against people of a particular
race or sex and which is not a genuine requirement of the occupation, or a uniform requirement for a
cap to be worn which is not necessary for health or hygiene reasons and which tends to exclude
people required by their religious or cultural beliefs to wear a particular headdress (section 11).

The main exemption to the prohibition against discrimination under the Anti-Discrimination Act is
the existence of genuine occupational requirements which relate to the performance of the duties of
the position (section 25). A second important exemption provides that an employer may discriminate
on the basis of impairment if the person with the impairment would require special services or facilities
and the supply of those special services or facilities would impose unjustifiable hardship on the
employer (section 35).

In addition, the Act provides for welfare measures which may be taken by employers for a group of
people with an attribute for whose welfare the Act was designed; for example, the provision of high-
security car parks exclusively for women to reduce the risk of assault (section 104). Similarly,
section 105 of the Act enables employers to institute equal opportunity measures designed to benefit
such groups, for the period until equal opportunity is achieved. The Act also contains exemptions for
employers who can show that their actions are reasonably necessary to protect either the health of
members of the general public (section 107) or the health and safety of persons at a workplace
(section 108).

The Commonwealth anti-discrimination laws are similar in scheme to the Queensland Anti-
Discrimination Act. Breaches of the Racial Discrimination Act are enforceable in the Human Rights
and Equal Opportunity Commission and the Federal Court.

Therefore, there is a clear obligation under anti-discrimination laws and the PSA Act for the QPS to
ensure that it does not act in a discriminatory way, except where permitted by law, and this obligation
extends to recruitment and selection procedures. QPS selection procedures have not always met this
obligation. For example, in 1993 a recruit applicant, rejected on the basis of his short-sightedness,
successfully challenged the selection standard. The Anti-Discrimination Tribunal rejected the argument
that it was a genuine occupational requirement that a recruit have a certain standard of uncorrected
eyesight and found that the applicant, with his contact lenses in place, could perform all the
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requirements of the position. The Tribunal was particularly influenced by the fact that a number of
existing police officers in Queensland had a similar standard of uncorrected eyesight to the applicant.?

In a more recent decision, the QPS was ordered to reinstate a recruit whose employment was terminated
following an epileptic seizure.> The Tribunal found that the recruit could, with proper medication,
perform all the essential duties of a police officer and that an ability to drive a motor vehicle at all
times was not a genuine occupational requirement of the position. The Tribunal found it relevant in
this regard that a significant number of currently serving QPS officers could not drive for medical
reasons, yet were accommodated by the QPS.

In considering QPS recruitment and selection procedures, this review has been conscious of the
obligation for such procedures to operate in a non-discriminatory and lawful way. This issue is of
particular relevance to some of the procedures discussed in this report, in particular chapter 10 dealing
with the physical competency test, chapter 11 dealing with medical fitness screening, and chapter 14
dealing with recruitment standards between programs. Relevant discrimination issues are discussed
further in those chapters.

Equal opportunity
The Equal Opportunity in Public Employment Act:

* imposes obligations on agencies including the QPS (section 3) to develop and implement EEO
management plans to enable members of target groups to compete for recruitment, selection,
promotion and transfer and pursue careers as effectively as people who are not members of the
target groups (section 4)

® requires agencies to ensure that they eliminate discrimination in employment matters against
members of the target groups (section 4)

® defines target groups to include Aboriginal and Torres Strait Islander peoples, people with a
non-English-speaking background (NESB) or with a disability, and women (section 3)

® requires employment powers, which includes decisions as to recruitment, selection and training
(section 3), to be exercised having regard to the agency’s EEO management plan (section 13).

The effect of this Act is to impose strong obligations on the QPS to devise and implement EEO
measures in relation to employment decisions, and to report annually on progress (section 14). The
QPS can be supervised in this regard by the Public Service Commissioner, and noncompliance can
be referred to the Anti-Discrimination Tribunal (sections 15-24).

The QPS Review 1996 referred to an internal evaluation of the QPS’s 1994-96 EEO Management
Plan and recommended that the Commissioner address forthwith issues of concern identified in that
evaluation (Recommendation 69, p. 124).

The QPS’s current EEO Management Plan establishes four EEO programs. Two have objectives
directly relevant to recruitment and selection, namely to:

e achieve membership of the Service which is representative of society by achieving equitable
representation of the four target groups

e remove unlawful discrimination in HRM policies and practices which indirectly discriminate
against target group members, including in the recruitment and selection process.

This review, in considering QPS recruitment and selection procedures, has taken into account the
obligations arising under the Equal Opportunity in Public Employment Act, and the Service’s own
objectives, as stated in the EEO Management Plan. All aspects of the procedures need to be measured
against the requirements of both the Act and the EEO Management Plan, and this issue has been

Flannery v. O Sullivan (No. 2) (1993) EOC 92-501.
3 Stevens v. QPS (unreported, Anti-Discrimination Tribunal of Queensland, Copelin (President), 30 March 1998).
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considered where relevant throughout this report.

Reviews of recruitment decisions

Arange of administrative review mechanisms, outlined below, can affect QPS recruitment and selection
procedures.

e The Freedom of Information Act may enable access to documents relating to recruitment and
selection, including applications, assessments and reports. Some specific documents are likely
to be exempt from disclosure; for example, medical reports on applicants are likely to fall
within the personal affairs exemption in section 44(1) of the Act, and thereby be available only
to the applicant involved. Some documents relating to integrity checks may fall within the law-
enforcement exemption (section 42(1)).

e The Judicial Review Act gives persons adversely affected by administrative decisions the right
to apply for a review of the legality of that decision. The Act also confers the right to request
written reasons for decisions, but that right does not extend to appointment decisions (section 31).
Grounds for review include: denial of natural justice; nonobservance of required procedures;
lack of jurisdiction in the decision maker; or that the decision involved an error of law, or
improper exercise of power, was not authorised, was affected by fraud or was not supported by
the evidence (section 20).

e The Parliamentary Commissioner Act authorises the Parliamentary Commissioner for
Administrative Investigations (the Ombudsman) to investigate complaints relating to administrative
and procedural matters, which includes recruitment and selection processes. The Ombudsman’s
powers, however, are restricted to making recommendations to the Minister and reports to
Parliament.

These review rights are intended to ensure that decision making by government agencies is as open
and accountable as possible. The existence of these rights of external review means that QPS
recruitment and selection procedures and decisions need to be:

e properly documented to enable review and freedom of information rights to be accessed according
to law

¢ Jawfully made and supported by sufficiently reliable evidence to sustain the decision.

This requirement is recognised for the public service by the Office of the Public Service directive on
recruitment and selection, which requires selection decisions to be clearly documented to facilitate
review (OPS Directive No. 5/97).

All steps in the selection process are potentially subject to review, and the possibility of such review
is an important factor when considering the style or format of procedures, including, for example,
the nature or style of interviews and the extent to which they are recorded in writing. The possibility
of review also emphasises the importance of selection decisions being based on evidence related to
the selection criteria, rather than on opinion or impressions. This report deals with these issues where
relevant in its consideration of the various QPS selection procedures.

Privacy

There is no Commonwealth or Queensland legislation that specifically regulates the privacy of
employment-related documents. The Commonwealth Privacy Act 1988 does impose certain obligations
on record-keepers to limit the use of, access to, and disclosure of personal information. While the
primary objective of these provisions is to protect the privacy rights of consumers, the provisions are
also capable of applying to the possession by employers of personal information about employees.
However, the Act does not apply to Queensland departments and agencies such as the QPS.

There is currently no Queensland equivalent of the Commonwealth Privacy Act, although a recent
report has recommended the enactment of such legislation (Legislative Assembly of Queensland 1998).
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Although the Privacy Act does not specifically regulate the privacy of employment-related documents,
it does indirectly regulate the legal capacity of the QPS to obtain certain ‘credit check’ documents on
applicants. Similar provisions are contained in the Queensland Invasion of Privacy Act 1971. This
issue is discussed further in chapter 8, which deals with the integrity-screening process.

Another privacy issue that is discussed later in this report (see chapter 11) concerns applicants’
medical reports.

Government policy affecting recruitment and selection

In addition to the legal issues discussed above, QPS recruitment and selection are also affected by a
range of government policies. While these policies may not have the force of legislation, the QPS is
ultimately subject to government direction, through the responsible Minister. The PSA Act
acknowledges this fact by recognising and preserving the capacity of the Minister for Police to give
binding directions to the Commissioner concerning:

¢ the administration, management, superintendence, policies and priorities of the Police Service

¢ the number and deployment of officers and staff members and the number and location of police
establishments and police stations (section 4.6(2) and (3)).

Such government directions may have a significant impact on QPS recruitment and selection. For
example, current Government policy requires a substantial increase in police numbers within a
relatively short time. The Government’s short-term policy is to provide an extra 800 sworn officers
and 400 extra civilians by August 1999. The ten-year plan is to boost sworn strength by 2,780 to
9,100 by 2005. This policy requires the QPS to increase the numbers of recruits selected and trained
within the specified time frame. This requirement affects QPS recruitment and training resources
and needs, and raises many other issues, such as the need to maintain high standards when many
more recruits are sought from a pool of applicants that has not substantially increased in size. The
imperative to select larger numbers of recruits may also have an impact on the educational and
gender profile objectives of the QPS, as does the recruitment of significant numbers of re-entrants
through the Police Operational Conversion Course (POCC). All of these factors need to be borne in
mind when assessing recruitment and selection procedures.

In addition to policy on police numbers, the other main area of government policy affecting QPS
recruitment and selection is budgetary policy. All aspects of recruitment and selection procedures
need to be assessed in the light of their impact on the QPS budget allocation, and governmental
emphasis on the effective and efficient use of resources.

This review has recognised that the QPS is constrained by relevant government policies, some of
which have particular impact on recruitment and selection. Nevertheless, there is room to assess
whether current procedures are the best response to those policies. This issue is discussed where
relevant throughout this report, but particularly in chapter 4 (recruitment marketing) and chapter 14
(selection process for POCC).

QPS policies affecting recruitment and selection

In addition to government policies, the recruitment and selection process is also affected by the
organisational policies and strategies of the QPS. These policies and strategies are expressed in
documents such as the Vision Statement, Mission Statement, Corporate Plan, HRM Plan, EEO
Management Plan, and HRM Manual.

These policies indicate the outcomes expected by the QPS of its recruitment and selection process to
the extent that they relate to the characteristics and role envisaged for current and future police
officers. For example, the Vision Statement refers to a ‘professional police service, dedicated to
excellence’. This has implications for the type of qualifications and personal qualities that should be
sought in the selection process. The Corporate Plan (1995—-1998) likewise refers to a QPS characterised
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by strategic thinking, professionalism and best practices.

The HRM Plan 1995-2000 contains more detailed description of QPS policies affecting recruitment,
including strategies to:

® ensure appropriate community representation in the QPS, including by refining selection
procedures, validating physical entry requirements and actively promoting the Service as an
EEO employer

® increase community knowledge of, and access to, police careers
¢ identify bridging programs and other vocational/educational avenues to assist entry to the QPS
by targeted groups

¢ refine the selection process to increase target group numbers in the QPS, including the provision
of special entry status for target group members, focusing selection criteria on the special
qualities of target group members, and extending target group representation on selection panels

® increase the proportion of constables in the Service, and refine attrition and recruitment forecasting
procedures (QPS 1995, pp. 4-5).

The EEO Management Plan 1996-2000 also contains strategies affecting recruitment and selection,
including to:

e promote the service as an EEO employer, and enhance recruitment procedures to ensure
Aboriginal and Torres Strait Islander peoples are selected as police recruits

e enhance recruitment procedures to ensure women are selected on merit to be police recruits

¢ identify, in conjunction with other Australian police services, medical and physical standards to
ensure appropriate applicants are selected to train as police officers

e develop recruitment strategies to attract NESB people to police officer positions within the
Service

¢ review HRM and administrative policies and practices to ensure they do not unlawfully
discriminate against target group members (QPS 1994, pp. 9,11,13,15,17).

This review has taken these existing QPS policies into account where relevant throughout this report.
Unlike legislation or government policy directives, QPS policies are not binding. Nevertheless,
corporate policies and strategies, as an expression of the organisation’s perception of its values and
role, should be fully reflected in recruitment and selection procedures. Achievement of the stated
goals of the QPS depends on the recruitment of appropriate personnel. These issues are discussed
mainly in chapter 4 (recruitment marketing), chapter 14 (selection process for POCC), and chapter 15
(implementation and monitoring).

Conclusion

Recruitment and selection for the QPS are conducted within a framework of laws, and government
and organisational policies which affect both the processes and their outcomes. Relevant factors
include:

® the requirement that recruits be selected on merit

e anti-discrimination and equal employment opportunity laws

e external review of recruitment decisions

e privacy laws

e government policies about police numbers

e government budgetary policy

e QPS policies affecting recruitment, particularly those dealing with EEO and anti-discrimination.
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The most important of these issues to date has been the policy of recent governments to increase
police numbers, which has resulted in a considerable growth in the size of recruit intakes over the
past 18 months. In addition, anti-discrimination law has prohibited discrimination in selection decisions
on bases such as sex, race and impairment, except in certain circumstances where a position has
inherent occupational requirements. The implications of these developments are explored throughout
the report.
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Chapter 3: The general duties police officer

The QPS selects recruits to be trained as general duties police officers. Most officers will spend at
least five years as general duties constables, before being eligible to apply to join specialist branches
such as juvenile aid, the Special Emergency Response Team, fraud, criminal investigations, training,
or to assume managerial or administrative duties. The majority of officers will remain in general
duties for most of their policing career.

Recruit selection and training is directed at general duties because most police are engaged in such
duties and because a thorough understanding of general duties is regarded as essential to the
performance of all other specialised functions within the QPS. The period which new officers spend
in general duties is regarded as an extension of their formal training and an opportunity for them to
acquire practical knowledge.

Issues for consideration
This chapter:
e analyses the activities of a general duties police officer

¢ discusses those duties which can be described as inherent occupational requirements of policing
which, as discussed in chapter 2, are important to considering whether selection procedures
may be discriminatory

e describes desirable psychological characteristics of an effective general duties police officer

e discusses selection criteria for the general duties position.

Activities performed by a general duties police officer

The term ‘general duties’ describes all areas of non-specialist operational policing. It encompasses
officers posted to a range of police stations and establishments throughout Queensland, generally at
ranks of constable through to sergeant, although for some sergeants administrative and supervisory
functions are a significant part of their duties.

There is no legislative definition of a general duties officer or the functions of such an officer.
Section 2.3 of the PSA Act defines the functions of the Service as:

+ the preservation of peace and good order

* the protection of all communities in the State and all members thereof from unlawful disruption of
peace and good order and commission of offences against the law generally

+ the prevention of crime
+ the detection of offenders and bringing of offenders to justice
+ the upholding of the law generally

+ the administration, in a responsible, fair and efficient manner and subject to due process of law and
directions of the Commissioner, of the Criminal Code and certain other legislation, and the powers,
duties and discretions prescribed for officers by any Act

+ the provision of such services, and the rendering of such assistance, in situations of emergency or
otherwise, as are required of officers by lawful authority or the reasonable expectations of the
community, or as are reasonably sought of officers by members of the community.

This legislative description sets the framework of general duties policing, but says little about the
specific tasks and activities performed. Those tasks and activities are relevant because recruit applicants
are assessed on their ability or potential to perform them. An appropriate assessment process, therefore,
is dependent on an accurate and fair statement of policing duties, which in turn must take account of
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the considerable changes that have occurred in recent years to the tasks and activities associated with
general duties policing.

Such changes include:

Responsibility for the monitoring of parking within cities and towns, installation of traffic control
lights, the issuing of driver’s licences and the monitoring of heavy transport vehicles is now
shared with other government departments and local authorities, allowing police in metropolitan
areas to concentrate on other duties.

Technological advances such as the introduction of red light cameras and speed cameras have
required the development of new skills, and changed strategies for the detection and deterrence
of traffic offences.

Changing community attitudes to social problems have required different policing reactions to
issues such as juvenile crime, homelessness, and prostitution. Police must now deal with such
problems cooperatively with other government and community agencies, and with sensitivity to
the needs and views of disparate sections of the community.

Government law and order policies increasingly require police to focus on particular tasks, such
as the prevention and detection of break and enter offences, or offences against children. Police
have to be flexible enough to respond quickly and appropriately to legitimate policy directives.

The current QPS statement of the functions of a general duties police officer is set out in the position
description for constables and senior constables, which describes their principal responsibilities as
follows:

» control available resources (internal and external) through effective management techniques aimed
at service delivery, crime prevention and detection

+ research environmental factors and respond appropriately to community and Service needs

» conduct enforcement patrols and investigations to enhance the role of the Service within the
community

+ participate in community based policing initiatives to enhance service delivery

+ identify and implement appropriate actions for performance management and personnel development
where appropriate

+ establish and maintain effective communication with all stakeholders to complement service
provision.

A current QPS handout to applicants describing the profile of a constable sets out the duty statement
somewhat differently:

use reactive and proactive policing methods to assist the peace and well-being of the community in
accordance with operational safety standards

perform all tasks lawfully required by senior police officers to ensure effective policing
comply with the Service code of conduct in all work activities

work with police, other personnel and the community to maximise use of resources

gather and collate information from the community and other sources for effective policing

prepare and submit documentation for effective working practices, and as required by the judicial
system, licensing and regulatory bodies

provide for and manage persons in care or custody, process and escort prisoners
use and maintain operational equipment effectively in accordance with operational safety standards

contribute to and participate in community based policing initiatives aimed at crime prevention

plan and facilitate professional development.

It is confusing for the QPS to rely on these two separate duty statements describing the same position.
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The first statement is applied to serving constables, and the second is used for recruitment and
selection purposes. However, applicants are recruited to fill the position of constable, subject to the
satisfactory completion of their training. The same position description or duty statement for general
duties constables should be used for all purposes, including recruitment and selection. Applicants
would then have a clearer understanding of the functions of a general duties police officer.

Both the current QPS position descriptions contain very little information about the actual activities
and duties of operational police. There has been recent research directed at identifying more precisely
the tasks and activities currently performed by such police on a day-to-day basis. Two Australian
reports are particularly relevant:

e the Australian Policing Operational Core Competency Standards developed by the Steering
Committee of the Australasian Police Education Standards Council (APESC) in 1997. The
Steering Committee comprises the Assistant Commissioners or Directors of Education and
Training from each of the Australian State police services, the Australian Federal Police and the
New Zealand Police Service, and the Director of the Australian Institute of Police Management.

e the National Police Research Unit (NPRU) report entitled Defining the Role of the General
Duties Constable: A Job Analysis (Kaczmarek & Packer 1996).

At the commencement of this review, the PEAC subcommittee considered whether there was a need
to undertake further research in the form of a specific, comprehensive job analysis of the role of the
general duties officer in Queensland. However, given that the NPRU project to establish the role of
the general duties constable had commenced, and that operational officers from each jurisdiction
were included in their sample, the subcommittee decided that it was not necessary to replicate an
already ongoing project. Instead, it was agreed to adopt the findings of the NPRU report, provided
they proved to be applicable to Queensland. As well as avoiding duplication, this approach is a step
towards the development of national standards in policing.

The APESC core competency standards focus on what is expected of a person in the workplace,
including the ability to transfer and apply skills and knowledge to new situations and environments.

The 10 core competencies found to be required of a general duties police officer are:

utilise operational safety standards (e.g. employ self-defence and restraining techniques)

use reactive policing methods (e.g. arrest, report or caution)

employ proactive policing methods (e.g. utilise and remain current with internal intelligence)
facilitate communication (e.g. utilise conflict resolution/negotiation skills)

gather and collate information (e.g. conduct interviews)

prepare and submit documentation (e.g. required by judicial system)

manage persons in care or custody (e.g. provide for persons in care or custody)

use and maintain operational equipment (e.g. use and maintain personal equipment)
participate in community policing (e.g. school/community police education programs)

plan and facilitate professional development (e.g. establish/implement career path strategies)

Source: Australian Policing Operational Core Competency Standards, 1997
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The NPRU report details a more comprehensive job analysis undertaken to define the activities of a
general duties constable.

The 25 activities identified as forming the core activities of the general duties constable are:
investigate incidents or offences

act in accordance with occupational health and safety regulations and guidelines
complete departmental forms or reports

utilise problem solving techniques

undertake mobile patrols as a preventative measure

establish local knowledge of a specific patrol area

provide customer service

adhere to or apply the code of ethics/conduct

manage personal stress

participate in team work or encourage team morale

establish or develop good relationships with the community

use or maintain operational equipment

utilise police databases

use keyboard skills

keep up-to-date with current affairs

adhere to guidelines relating to uniform

record information using notes, plans, photos etc.

adapt communication strategies to meet the needs of individuals
maintain communication with other members and sections
prevent or detect traffic offences

use safe driving procedures

deal with aggressive people

use firearms

respond to reported crime, inquiries or requests for assistance

prioritise tasks

Source: Kaczmarek & Packer 1996

Phase one of the NPRU report was based on an analysis of responses from 913 officers representing
each police jurisdiction in Australia. Constables, senior constables and sergeants were required to
complete a comprehensive job analysis questionnaire. The results of the analysis identified a number
of commonly performed activities by police officers regardless of jurisdiction. The activities identified
cover a range of administrative, operational, proactive and reactive tasks commonly performed by
general duties police. Many of the identified tasks overlap or expand upon the 10 core competencies
listed on page 21.

Some of the tasks are clearly related to specific policing duties; for example, to investigate incidents
or offences, complete departmental forms, undertake mobile patrols, respond to requests for assistance,
prevent or detect offences and use operational equipment and databases. Other tasks relate more to
the way in which such duties are performed; for example, to provide customer service, manage
personal stress, develop good relationships with the community, encourage team morale, deal with
aggressive people, and prioritise tasks.
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The core activities identified in the NPRU report represent a much more current, accurate and detailed
description of the duties of an operational police officer than either of the current QPS duty statements.
Their report concluded that the job of the general duties constable is the same in all jurisdictions.
Comparison with other job analyses performed by individual Australian jurisdictions found the
majority identified similar tasks and activities.

The NPRU findings should be adopted and should underpin a single new duty statement or position
description for the position of a general duties constable in the QPS.

Recommendation 1 — New position description for general duties constables

That the QPS develop a single new position description or duty statement for general duties
constables, relying on the 25 core activities identified in the NPRU report Defining the Role of the
General Duties Constable: A Job Analysis (Kaczmarek & Packer 1996). The position description
or duty statement should be used for all purposes relating to general duties constables, including
for recruitment and selection.

The inherent requirements of general duties policing

As discussed above, there is a need for an accurate, comprehensive statement of duties to underpin
recruit selection processes. In addition, there is a need to consider which of those duties can be
regarded as inherent occupational requirements of general duties policing, as opposed to those tasks
occasionally, or even often, attended to by police, but not fundamental to the performance of the job.

This need arises because of the legal obligations now imposed on employers, particularly under anti-
discrimination law, as discussed in chapter 2. Discrimination that would otherwise be unlawful is
permitted if authorised under the Anti-Discrimination Act, including where it is based on a genuine
occupational requirement. The test of whether a particular task or activity is an inherent requirement
of a position is an objective one, not a subjective assessment made according to the needs or wishes
of the employer. This means that while a duty statement may list those activities the employer would
like performed, applicants may only be rejected in a discriminatory way if they cannot perform
activities objectively determined as essential to the position.

For example, the ability to participate in mobile patrols may be regarded as an essential function of
operational policing. This ability is listed in the NPRU report (Kaczmarek & Packer 1996) as a core
activity in itself, and is also central to other activities depending on officers’ mobility, such as
investigating incidents or offences, responding to reported crimes or requests for assistance,
establishing local knowledge of a patrol area, providing customer service, and preventing or detecting
traffic offences. Therefore, an officer unable to participate in mobile patrols because of a physical
disability could be said to be incapable of performing the inherent functions of an operational police
officer, and therefore his or her application could lawfully be rejected.

However, careful attention needs to be given to defining the actual essential duty: are officers capable
of participating in mobile patrols if they can be passengers in the vehicle but not drivers? There are
strong arguments for suggesting that the trend to single-officer patrols and stations, and the possibility
of emergencies arising where partners cannot always be contacted, means that it is the ability to drive
that is essential, rather than simply the ability to get into the vehicle as a passenger. Further, it can be
argued that the requirement extends to the ability to drive in extreme and stressful situations, such as
high-speed pursuits.

The Queensland Anti-Discrimination Tribunal, however, recently found that the fact that the QPS
currently accommodates significant numbers of general duties officers who cannot drive shows that
the ability to drive is not an inherent requirement of the job. The practical effect of this finding is to
enable challenges to QPS decisions that discriminate against recruit applicants who, because of a
disability, are unable to drive a vehicle.*

4 Stevens v. QPS. See also the discussion of this case in chapters 2 and 11.
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Similar considerations need to be applied to other identified core activities of police. For example,
the requirements for keyboard skills, use of databases, operational equipment and firearms may well
be considered as essential, but if it can be shown that operational officers perform their functions in
an apparently satisfactory way without possessing these skills, or possessing them only at a low
level, then there are strong arguments to suggest that they are not genuine inherent requirements of
the job.

It appears that no research has been undertaken to identify specific inherent features of general
policing. Similarly, a survey of relevant discrimination cases provides relatively little guidance on
what features can be regarded as genuine requirements of policing or similar occupations. In the
absence of such guidance, the following is suggested as the basis of a statement of the inherent
requirements of a general duties officer within the QPS:

* Because modern operational policing is heavily reliant on motor vehicles, police must be able to
get into and out of and lawfully drive operational vehicles.’

e To investigate incidents, respond to complaints and requests for assistance, police must be
physically able to access a range of places where incidents occur, or assistance is needed. This
means police must have a sufficient level of personal physical mobility to achieve access to a
wide range of buildings, vehicles, and public places.

e Police must have a sufficient degree of oral and written communication skills to conduct
investigations, be aware of and understand legislation and other formal requirements, record
information, produce statements and reports, and give evidence.

® Police must possess sufficient communication, negotiation and physical skills to allow them to
prevent offences, deal with aggressive or noncompliant people, and respond to requests for
assistance.

The QPS needs to address this issue by developing its own comprehensive statement of the inherent
requirements of general duties policing, based on the suggestions set out above. That statement must
be prepared with a combination of policing knowledge and legal expertise about the requirements of
anti-discrimination law.

Recommendation 2 — Statement of the inherent requirements of policing

That, using policing and legal expertise, the QPS develop a written statement of the inherent
requirements of general duties policing.

Psychological characteristics of a successful general duties police officer

Considerable research has been conducted into the knowledge, skills and abilities that best suit
operational policing. This information is relevant when selection committees are considering which
applicants are best suited to policing. The NPRU report (Kaczmarek & Packer 1996), based on the
25 core activities discussed above, identified 42 psychological characteristics desirable in applicants
for the position of a general duties police officer, listed on the next page.

As part of this review, a number of focus groups with officers of the QPS were conducted to identify
the characteristics judged to be important by QPS job incumbents. Questions asked of the focus
groups were:

e What are the characteristics/qualities of a general duties officer who is good at the job?

e What are the characteristics/qualities of a general duties officer who is not good at the job?

5 Subject to Stevens v. OPS. See also chapters 2 & 11.
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Psychological characteristics

Ability Personality

vocabulary trustworthiness
spelling self-esteem

perception moral judgement
abstract reasoning internal locus of control

inductive reasoning

orderliness

deductive reasoning empathy
observation skills sensitivity
decision-making skills integrity
memory tolerance
manual dexterity agreeableness
finger dexterity responsibility
speed and accuracy conformity
mechanical ability self-control
clerical ability cooperativeness
writing ability flexibility
motor skills sociability
spatial relations objectivity
reading comprehension conscientiousness
judgment assertiveness

conflict resolution skills
interpersonal relations skills
communication skills
listening skills

Source: Kaczmarek & Packer 1996

Participants were asked to identify characteristics and qualities relevant to all situations in which a
general duties officer can find themselves; for example, everyday duties, and exceptional or rare
situations. A total of 86 officers (75 male, 11 female) ranked from First Year Constable to Inspector,
participated in the focus groups. Lengthy lists of characteristics and qualities were identified by
participants. Characteristics and qualities identified as ‘good’ have been collated (see below) by
clustering like characteristics and qualities.

Characteristics and qualities identified as ‘good’
commonsense
reasoning ability (analytical, quick thinker, lateral thinker, creative, inspirational, problem solving)
judgement (moral, tact, diplomacy, discretion, fair, equitable, decisive)
confidence
maturity (experience, worldliness, stability, life skills)
sense of humour
knowledge (ability to acquire, retention, education, social awareness)
assertiveness (can take control)
observation and listening ability
self-control (responsible, disciplined, ability to cope, patience, calmness)
stamina (endurance, energetic, physically fit)
motivation (reliable, worker, initiative, industrious, enthusiasm, energetic)
communication skills (mediation, negotiation, persuasion)
sensitivity (empathetic, able to take adverse criticism, open-minded)
integrity (ethical, moral, honest, reliable)
leadership (ability to motivate others, obtain respect, resourceful)
competence (able to work, be held accountable)
team worker (loyal, trustworthy, tolerance, do work)
professionalism (pride in work, appearance)
organisational skills (time management, ability to accept change)
inquiring mind (suspiciousness, shrewdness)
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Similarly, a job-related analysis carried out by the Western Australia Police Service (1987) also
defined the job dimensions for general duties constables as:

... integrity, adherence to authority, job knowledge, practical intelligence, initiative, attention to detail,
controlled demeanour, observation ability, problem confrontation, written communication, oral
communication, oral fact finding, person relations, resilience, technical proficiency. (p. 26)

As can be seen from the NPRU report (Kaczmarek & Packer 1996), the Western Australia Police
Service analysis, and the focus groups conducted for this review, there is considerable agreement on
the psychological characteristics of effective general duties police officers. On the basis of this
consistency, the QPS should adopt the NPRU list of psychological characteristics as those considered
desirable among officers in the QPS. Assessments of individual applicants on the basis of these
characteristics do need to be treated with some caution. Assessment or testing can clearly be used to
assist in the ranking of applicants or to identify those who may have special training needs. However,
because of the problems in establishing a sufficient degree of uniformity and fairness in judgments
made about psychological characteristics, they should not be used as the sole basis for adverse
decisions, such as the rejection of applicants.

Recommendation 3 — Desirable psychological characteristics

That the QPS adopt the list of psychological characteristics provided in the NPRU report (Kaczmarek
& Packer 1996) as those desirable for general duties police officers in the QPS.

Selection criteria for a general duties police officer

As discussed in chapter 2, it is well accepted that selection decisions must be made on the basis of
objective criteria which accurately and fairly represent the knowledge, skills and abilities necessary
to perform the activities of the relevant position. Such decisions rely on a set of selection criteria
which fairly assess the applicant’s ability to perform the job described in the position description.

Currently, as is the case with position descriptions, the QPS uses different selection criteria for
appointments of serving constables than are applied to recruit applicants. The selection criteria for
serving constables are as follows:

Essential selection criteria

 aserving sworn member of the QPS who has successfully completed the field training program
+ astandard of personal integrity as required by the Commissioner of the QPS.

Key selection criteria

» sound knowledge of and demonstrated skills in applying legislation, policies and procedures to
general duties policing

+ demonstrated ability to research problems and to provide quality advice
+ ability to maintain a productive and participative working environment

+ ability to manage personnel in accordance with modern human resource management principles
and practices including EEO, occupational health and safety and fair treatment of employees

» demonstrated skills in oral and written communication.

The current selection criteria used by the QPS for recruit applicants, and the processes used to measure
how well the applicants address each of the criteria, are shown in table 3.1. Problems with the current
criteria include:

e It is unnecessary and confusing to have separate selection criteria for applicants and serving
general duties constables, given that applicants are being selected for the position of general
duties constable, subject to satisfactory completion of training, and particularly given the
recommendation made earlier in this chapter that the same position description be used in both
situations.
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Table 3.1 — Selection criteria and assessment measures for a general duties constable

1. POLICE ORIENTATION

Job knowledge
Professional development
Adherence to authority

Attention to detail

2. PERSONAL SUITABILITY

Practical intelligence

Vigilance, endurance & perseverance
Stress tolerance & resilience
Observation skills

Technical proficiency

Physical efficiency

3. SOCIAL MATURITY

Interpersonal sensitivity
Interpersonal skills
Community policing skills

Equity awareness

4. COMMUNICATION

Oral communication skills
Written communication skills

Negotiation & conflict management

5. PERSONAL IMPACT

6. INTEGRITY

Academic results, psychometric tests, employment history, background
inquiries and interview

Academic results, psychometric tests, background inquiries, and
interview

Psychometric testing, employment history, background inquiries and
interview.

Psychometric testing, academic results, employment history,

background inquiries, application and related correspondence, and
interview

Academic results, employment history, background inquiries, and
interview

Academic results, psychometric testing, employment history,
background inquiries, medical condition/history, and interview.

Employment history, background enquiries, medical condition/history,
and interview

Academic results, medical condition/history, psychometric testing
employment history, and background inquiries

Academic results, certificates, traffic history, employment history,
medical condition/history, background inquiries, and psychometric
testing

Physical competency testing medical condition/history, employment
history, and background inquiries

Employment history, background inquiries, community interaction, and
interview

Psychometric testing, employment history, community background
inquiries, interaction with community and recruiting staff and interview.

Employment history, background inquiries, community interaction,
language skills, and interview

Employment history, background inquiries, community and personal
interaction, and interview

Psychometric testing, academic results, employment history, background
enquiries, interaction with recruiting staff, and interview

Psychometric testing, academic results, employment history, background
inquiries, résumé, and correspondence

Academic results, employment history, background inquiries, and
interview

Employment history, background enquiries, personal interaction, and
interview

Application, criminal and traffic history, employment history, background
inquiries, and interview

Source: HRD, QPS
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e The criteria currently used for applicants do not relate directly to the activities described in
either of the current position descriptions.

e The criteria currently used for applicants are very general and attempt to cover all possible
aspects of policing rather than focusing on essential knowledge, skills and abilities for the
position.

¢ The criteria currently used for serving officers do not explicitly set out the means by which such
officers will be measured against each criterion.

New criteria based on information from the NPRU report and the focus groups conducted for this
review have been developed. These criteria are directly related to the key activities of general duties
policing, and for each criterion, measures are indicated which will enable the assessment of applicants
on a merit basis.

The new selection criteria are set out in the recommendation below; however, they may need further
revision if the recommendation made above for a new position description for general duties constables
results in significant changes to key activities. Furthermore if, as recommended, the new selection
criteria are also applied to serving officers, separate assessment measures will need to be devised to
enable assessment of performance during training and performance of policing duties.

Recommendation 4 — New selection criteria and assessment measures

That the QPS adopt the selection criteria and assessment measures set out below for the position
of general duties constable. The QPS should use these selection criteria for all purposes related to
general duties constables, including for recruitment and selection, and should develop appropriate
measures to assess serving officers in relation to each criterion.

ability and willingness to acquire sound knowledge of laws, regulations, policies and procedures relating
to the duties of a police constable (Assessed by education, referee reports, psychometric tests, and
interview)

ability to maintain effective working relationships with colleagues and members of the broader
community, and respond to direction and instructions when necessary (Assessed by referee reports and
psychometric tests)

demonstrated reasoning and analytical ability required to research problems thoroughly, make decisions
and carry out complex tasks to completion (Assessed by education, psychometric tests, and referee
reports)

mental and physical ability to perform operational activities effectively under unpredictable, emotional
and sometimes extended and dangerous conditions (Assessed by medical examination, referee reports,
and psychometric tests)

ability to use operational equipment in a safe and effective manner (Assessed by driver’s license,
traffic history, keyboard skills, and referee reports)

demonstrated high level of oral and written communication skills and ability to negotiate and resolve
conflict effectively under different situations (Assessed by education, referee reports, and interview)

demonstrated high level of personal integrity, emotional stability and professionalism (Assessed by
integrity screening, psychometric tests, referee reports, and interview)

Other considerations

There are other considerations that are not appropriate for inclusion in the selection criteria, but that
nevertheless are relevant to the performance of general duties policing. Such considerations include
the need for officers to be prepared to:

e perform duties in varying and diverse locations throughout Queensland
e perform shift work
e face socialisation, cultural, organisational and management issues
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e deal with public perceptions of police and policing
e attend traumatic incidents (e.g. accident, fatality, and child abuse situation)
e perform duties in varying work conditions.

These important factors are considered by panel interviews and selection committees. The work
requirements of shift work and statewide service represent considerable lifestyle changes for most
people. There can be marked differences in the type and frequencies of duties required of an officer
dependent on the location of the position (e.g. Thursday Island compared to Metro North). Furthermore,
general duties officers in Brisbane, Cairns, Mount Isa and Thursday Island will have differing
socialisation and cultural experiences, and possibly differing management experiences.

Another consideration for applicants to the QPS is the responsibility that comes with becoming a
police officer, both on and off duty. In particular, it needs to be recognised that the public have
expectations and perceptions regarding police officers which may be positive or negative. There
should be consideration of how each applicant to the QPS will manage these expectations and
perceptions both at work and away from work. While it is appropriate for these matters to be raised
in panel interviews with applicants, the QPS should ensure that applicants are aware of these
requirements prior to the selection process. Relevant information should be included in the booklet
to be provided to applicants (which is recommended in chapter 4 on recruitment marketing).

Recommendation 5 — Other considerations relevant to applicants

That the QPS ensure that applicants are made aware of considerations such as public perception
and variation in work conditions, which are not covered in the selection criteria. This information
should be included in the information booklet provided to applicants.

Conclusion

The recruitment and selection process needs to select applicants who have the knowledge, skills and
abilities to undertake the training program and competently perform the tasks currently required of a
general duties police officer. These tasks range from those which are job-specific and complex (e.g.
arresting and restraining violent offenders) to those which are general and would be expected in
many jobs (e.g. manage personal stress, use keyboard skills, effective communication). The NPRU
has undertaken a project to perform a comprehensive job analysis for general duties policing on a
national basis (Kaczmarek & Packer 1996). Their findings have been adopted for this report.

To ensure compliance with the law, the selection process needs to focus on those requirements that
are inherent occupational requirements of policing. Selection procedures designed to screen out
applicants must only screen out those applicants not able to perform relevant inherent requirements.
All other applicants must be dealt with on merit, as discussed in chapter 2.

The NPRU report identified 42 psychological characteristics desirable in a general duties police
officer. These characteristics are very similar to those identified by Queensland police officers when
commenting on the traits of general duties officers who are considered to be ‘good’ at their job. On
the basis of the information collated on general duties policing, a new job description and set of
selection criteria are recommended for general duties police officers in Queensland.

Chapter 3: The general duties police officer 29



Chapter 4: Recruitment marketing

Chapter 4: Recruitment marketing

The QPS aims to appoint recruits of the highest possible standard. To do so, it needs to attract enough
well-qualified applicants to ensure that it has a real choice in selection. The task of ensuring a
satisfactory pool of applicants for selection is a marketing task, which involves assessing current and
future recruiting needs, designing both short-term and long-term strategies to ensure those needs are
met, monitoring the effectiveness of those strategies and improving them where necessary.

Marketing in the QPS is complicated by external pressures, and in particular by government policies
concerning operational police strength (as discussed in chapter 2). This external pressure on the QPS
makes it even more essential that the right marketing strategies are developed and applied, to ensure
that the Government’s targets are met, and that in the process, proper selection standards are not
compromised.

This chapter addresses these issues by describing current recruitment marketing within the QPS,
identifying issues of concern, and making recommendations to improve the process.

Current recruitment-marketing process

The Recruiting Section of the QPS is responsible for designing and implementing strategies to attract
applicants for each recruit intake. In the past, there have been times when little active recruitment
was needed because more than enough suitably qualified applicants approached the QPS. This is no
longer so because of the pressure of larger intake requirements, and also because rapid changes to the
policing environment have substantially changed the profile of recruits sought by the QPS. Some of
the recent changes include:

¢ the removal of mandatory entry requirements for height, weight, age and marital status, and
increases in education requirements

¢ the introduction of psychometric assessments, the PCT, and prerequisite skill requirements

¢ the introduction of the Police Recruit Operational Vocational Education (PROVE) and Police
Operational Conversion Course (POCC) programs

e increased professionalism, accountability, use of technology and moves towards community
policing

¢ the introduction of three specific intakes each year

e promotion on merit, pay increases and programmed days off

¢ the introduction of Police Service codes relating to conduct, ethics, dress and appearance
¢ the introduction of EEO target group objectives and affirmative action policies

¢ the opening of the North Queensland campus in Townsville.

As a result of these changed conditions, the profile of the typical recruits sought by the QPS has also
changed. Little more than ten years ago, most recruits were male school-leavers of large physical
stature (as discussed in chapter 1). The current recruit profile focuses on mature people from a
diverse range of backgrounds, who have substantial tertiary or employment experience and
demonstrated integrity, and are medically and physically fit.

To attract applicants who fit this profile, the Recruiting Section currently:

e conducts information seminars in Brisbane and northern and western areas of the State to promote
the Oxley and Townsville Academies and to encourage applications from people with culturally
and linguistically diverse backgrounds, Aboriginals and Torres Strait Islanders, and women
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e attends career markets throughout the State including remote locations such as Goondiwindi,
Chinchilla and Charters Towers

e sends QPS representatives into high schools, TAFE colleges and universities throughout the
State to promote policing careers

* seeks media coverage, including radio and television interviews, throughout the State to promote
recruitment drives, information seminars and career markets

e places advertising in newspapers throughout the State for recruitment campaigns specifically
targeting groups such as women, Aboriginals and Torres Strait Islanders and people from culturally
and linguistically diverse backgrounds

® issues regular news releases publicising the work of the QPS

e produces brochures, posters, portable display boards and televideo to enhance recruiting displays.

Issues for consideration

This review was conducted by examining the existing marketing activities described above, QPS
recruitment data and relevant research literature. The review identified the following factors as giving
rise to concern:

¢ the size and quality of applicant pools
e the lack of a coordinated marketing process
¢ the poor quality and lack of coordination of existing promotional material

¢ the current multiple intake arrangement as opposed to year-round recruit marketing.

Size and quality of applicant pools

The size and quality of the pool of applicants for each intake are two of the best performance measures
of the QPS’s marketing activities. As discussed, the goal of the recruitment process is to attract
enough suitably qualified applicants to ensure that selection involves a real choice, rather than the
mere acceptance of all or nearly all applicants who meet basic mandatory criteria.

Figure 4.1 sets out QPS statistics for applicant pool numbers relative to intake numbers for the period
1989 to 1996 inclusive. For this purpose, the QPS has defined ‘applicant pool’ as the total number of
applications received for the relevant period, before any assessment takes place. The numbers of
applicants shown for both pool and intake size relates to the whole of the relevant calendar year.

Figure 4.1 shows that since 1993, when applications for the PROVE program were first sought,
overall numbers of applicants have been fairly steady at about 3,000 per year. Currently, that represents
about 1,000 applicants for each of the three intakes per year.

However, the graph does not reflect the real size of the pool of qualified applicants, because it relates
to all applications received. Thirty to 40 per cent of these applications are rejected by the Recruiting
Section because they do not meet mandatory, minimum education/employment requirements (see
chapter 5) or other initial assessment criteria (citizenship, driver’s licence, first aid or keyboard
certificates). A further proportion of applicants fail other selection tests (psychometric, medical,
physical competency, panel interview or integrity checks).

The QPS advises that by the Selection Committee stage of each intake, about 300 applications remain
in the pool, from which 140 to 180 must be chosen to meet current recruitment targets. Effectively
then, for each recruit position, there are only about two candidates who meet mandatory selection
standards.

The small pool of qualified applicants for current intakes contrasts with the situation in previous
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Figure 4.1 — Recruit applicant pool and intake numbers per year
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years. Since 1993, the overall number of applications has remained steady at about 3,000 per year.
The QPS advises that the proportion of applications meeting minimum criteria has also remained
relatively steady. However, during the same period, the number of recruits appointed each year has
increased from 120 in 1993 to 296 in 1996, then rising sharply to the current target of 500 to 550 per
year.

Effectively then, up to four times as many appointments are now being made from a pool that has not
increased in size in any significant way since 1993. These circumstances suggest that current QPS
strategies have not been successful in attracting larger applicant pools to meet increased intake sizes.

In addition, there is no evidence to suggest that the quality of applicant pools has improved during
the same period. In fact, as discussed in chapter 12, the lack of a standardised cut-off point below
which applications are not considered means that there is considerable variation in the standard of
successful applicants between intakes.

The lack of consistently applied standards and the increased intake numbers from an unchanged
number of qualified applicants suggest that it may sometimes have been necessary to adjust recruitment
standards downwards to ensure that appointment targets were met. Adjusting recruiting standards in
this way is not conducive to achieving consistent or high quality among recruit intakes.

There is some collateral and anecdotal evidence to support the suggestion that applicant pool quality
is not always high. For example, a common justification given for the POCC program (see chapter 14)
is that not enough high-quality applicants for the PROVE program are currently being attracted to
meet recruitment targets.

As well as not attracting sufficient well-qualified applicants in general, there is also doubt about
whether current marketing activities are able to achieve the particular EEO recruitment targets of the
QPS in relation to women, Aboriginals and Torres Strait Islanders, and NESB persons (as discussed
in chapter 2). Insufficient data are available for any systematic analysis of this issue, although data
for appointees are available. Figure 4.2 details the gender breakdown of appointed applicants to the
QPS from 1989 to 1996. Figure 4.3 shows a similar breakdown for applicants from Aboriginal and
Torres Strait Islander and non—English-speaking backgrounds.

Unfortunately, these data relate to appointments, not applications. Under current EEO policy, the
Selection Committee favours applicants from these target groups. This means that any increased rate
of appointment of recruits from the targeted areas may be due to these policies, rather than to successful
marketing strategies attracting more applications from people belonging to target groups.
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One obvious response to the fact that overall application numbers have not increased is to examine
why more applicants are not attracted to the QPS. After all, it represents a secure career in a time of
considerable employment insecurity, it is well paid compared to other professions and occupations
with similar entry requirements, and it offers good access to ongoing training and good employment
conditions.

There is considerable research to indicate that employment choices are strongly connected to the
corporate image of the employing organisation (Gatewood, Gowan & Lautenschlager 1993). That is,
potential employees seek out organisations which have an image they perceive as congruent with
their own values and goals. Individuals are motivated as much by a desire for personal satisfaction
and achievement as they are by factors such as salary and conditions (Herzberg 1987).

This research is supported by the findings of the NPRU report (Hogg & Wilson 1995), The Development
of Organisational Commitment across the Career Span of Police Officers. The authors found that at
the pre-entry stage (i.e. applicants), commitment to the organisation was influenced by personal
characteristics such as the individual’s beliefs, values and personalities; expectations about the job,
based on information from formal or informal sources such as family members; and characteristics
of the job choice, such as the sacrifice in turning down other offers, and the nature of employment
contracts. Therefore, individuals are likely to seek out an occupation that provides an environment
congruent to the person’s own values, beliefs and needs (p. 7).

Figure 4.2 — Gender breakdown of appointed applicants
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Figure 4.3 — Appointment of ATSl/ethnic applicants
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In terms of the QPS, this research suggests:

e The inability of the QPS to generate increased applicant response is likely to be linked to
perceptions held by potential applicants about the QPS as an organisation, which are not congruent
with the values, beliefs and needs of those potential applicants.

* Those perceptions are related to expectations about the job of policing, garnered from formal
material supplied by the QPS, but also from informal sources of information, particularly if
those sources come from within the QPS (e.g. family members or friends employed by the

QPS).

e To achieve significant improvements in applicant numbers, it will be necessary to change the
QPS’s corporate image so that the perceptions of the QPS held by persons fitting the recruit
profile more closely align with their own values, beliefs and needs. Formal and informal
information sources will need to be targeted.

e Before such changes can be made, there needs to be a study of factors which contribute to the
lack of congruence between the current corporate image and the values, beliefs and needs of
persons fitting the recruit profile. Such a study could address issues including, for example,
whether there is a reluctance among women, Aboriginals and Torres Strait Islanders to respond
to QPS recruitment drives because of perceptions (whether accurate or not) that the QPS is
male-dominated, hierarchical or authoritarian; or whether perceptions of corruption and
misconduct among police discourage some qualified people from applying to join the QPS.

® Once these problematic perceptions have been identified, strategies can be developed to overcome
them, either by making more accurate information available in ways likely to be accessed by
potential applicants, or by identifying structural factors within the QPS organisation that may be
inhibiting recruitment.

Currently, the QPS lacks the capacity to assess and develop the required marketing strategies to deal
with these issues. While the Recruiting Section has staff well qualified in the human resources area,
it has no staff qualified in marketing and it has not engaged specialist marketing consultants. Some
assistance has been obtained from the QPS Media and Public Relations Branch, but marketing and
marketing research are specialised disciplines quite different to journalism and public relations,
particularly requiring strong quantitative research and statistical skills, underpinned by knowledge
of marketing theory.

As discussed, current QPS strategies have not been successful in attracting more applicants to ensure
an appropriate selection pool for increased recruit numbers. This means that funds currently spent on
advertising and other marketing activities are not achieving program goals. More importantly, the
QPS is being restricted in its choice of recruits, when a better approach to marketing could attract
significantly more first-rate applicants. Given the current lack of marketing expertise within the
QPS, external consultants should be engaged to research and develop proper strategies.

Recommendation 6 — Conduct marketing research

That the QPS engage appropriately qualified and experienced external marketing consultants to
undertake research on:

» employment-related values, beliefs and needs of persons fitting the current QPS recruit profile
» perceptions of the QPS held by current employees and by potential applicants

* strategies to achieve greater congruence between perceptions of the QPS and the values, needs
and beliefs of potential applicants.

Lack of a coordinated marketing process

The QPS currently has no overall marketing plan, marketing needs assessment, or assessment of
appropriate marketing targets, and until very recently, did not undertake formal or systematic
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monitoring of marketing outcomes. There is no organisational budget for marketing, nor are there
facilities or structures within which to conduct marketing activities. At present, the QPS also lacks
the necessary information to determine marketing needs and strategies, although the research
recommended above should provide that information in the future.

Marketing plans identify current and future needs and opportunities, develop strategies, and put in
place monitoring systems, so that strategies can be adjusted where necessary. There is a clear need to
design a complete marketing plan for QPS recruitment. That plan can address issues including:

e the assessment of short- and long-term recruitment needs, both government dictated, and as
otherwise determined within the organisation (e.g. for POCC applicants as opposed to PROVE
applicants)

¢ the identification of appropriate targets for advertising and promotional activities, based on
desirable recruit profiles (e.g. justice studies and law students, persons working in law enforcement
related areas, persons from specific geographical or ethnic backgrounds)

¢ the identification of appropriate techniques for reaching those targets (e.g. press, television or
cinema advertising, careers days, university graduate placement offices, groups representing
particular ethnic targets)

¢ the establishment of an appropriate marketing budget and other necessary resources

¢ the development of monitoring strategies.

The marketing plan should be regarded as an ongoing management tool, used in conjunction with
other organisational plans such as the Corporate Plan and the EEO Management Plan. The marketing
plan will need constant assessment and updating.

Recommendation 7 — Development of a strategic marketing plan

That the QPS develop a comprehensive strategic marketing plan for recruitment, which contains a
needs assessment, identifies target groups and appropriate techniques for reaching them, indicates
necessary budgets and other resources, and provides monitoring strategies.

Poor quality and lack of coordination of existing promotional material
Currently, potential applicants to the QPS are provided with a range of different promotional material,
including brochures or information sheets on:

e Police Recruit Entry

e Police Career Information

e Police Recruit Selection Process and Initial Service Training

e A Constable in the Queensland Police Service

e Psychometric Assessment Familiarisation

e Physical Competency Test

e Make a Difference — Information Sheet for Aboriginal and Torres Strait Islander Peoples

e Variety is the Spice of Life — Information sheet for people from culturally and linguistically
diverse backgrounds

e Policing: Not just a job for the boys — Information sheet for women
e Recruitment of Current or Former Police Officers (POCC)

e Educational Advice for Police Recruit applicants

e Educational Advice for Year 12 students

® (Queensland Police Service — Structure and Functions

® Rank Insignia
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Queensland Police Service — Specialised areas

Information Sheet — The Juvenile Aid Bureau

Queensland Mounted Police Information Sheet
e Forensic and Technical Services Branch Information Sheet.

In addition, potential applicants receive a separate application form, medical questionnaire, and
instructions and advice concerning the application process.

This material is of mixed relevance to the potential applicant still considering a career in the QPS. In
addition, much of it is presented in an ad hoc, uncoordinated and unappealing way. The material
presents barriers to applicants seeking specific information, and contains little about the issues known
to be important to potential employees, as discussed above. The current material needs to be assessed
for its relevancy and interest, made more readable and accessible, and, above all, present an accurate
perception of policing as a career and the QPS as an employer.

The appropriate material, including application forms, should be combined into one brochure or
booklet, with separate booklets produced for specific groups, such as women, Aboriginals, Torres
Strait Islanders and NESB people. Particular consideration should be given to providing versions of
the brochure in a range of language groups spoken by Aboriginal and Torres Strait Islander peoples
throughout Queensland. Promotional material produced for NESB people should give specific advice
about required levels of English language proficiency for entry to the QPS, how to acquire such
proficiency, and authorised testing arrangements (see discussion in chapter 5).

As well as reorganising and improving the existing material, there is a need to consider other ways of
giving interested, potential applicants accurate insight into policing and the QPS. As discussed above,
the perceptions held by many target group members are likely to be quite negative. In addition, there
will be some potential applicants who hold unrealistically favourable images of what policing entails,
and to whom the common activities of a constable, as discussed in chapters 3 and 10, will come as a
disappointment.

Thought needs to be given to developing innovative ways of providing insight into policing as an
occupation. The use of video material could be considered, as could providing interested applicants
with some form of work experience; for example, through career exposure days at the police academies,
or at a police station (although considerable legal and practical hurdles would first need to be
overcome).

Recommendation 8 — Enhance promotional material used for recruitment

(i) That the QPS assess the relevancy and interest of current promotional material used for
recruiting to make this material more readable and accessible and to ensure that it presents
an accurate perception of policing as a career and the QPS as an employer.

(ii))  That the material be combined into one booklet, with specific booklets produced for applicants
from the following groups: women, Aboriginals, Torres Strait Islanders and people with
non—English-speaking backgrounds. Information intended for non—English-speaking
applicants should include specific advice about required levels of English language
proficiency for entry to the QPS, how such proficiency may be acquired, and authorised
testing arrangements.

Current multiple-intake arrangement as opposed to year-round recruitment

Currently, QPS recruitment efforts are directed at three intakes each year for POCC and for PROVE
at the Oxley Academy, with the Townsville Academy accepting PROVE recruits from every second
intake. As a result, marketing activities are focused on developing a suitable pool of applicants three
times each year, some four or five months before the next intake.
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There are concerns about whether focusing all resources and efforts on three campaigns each year is
as effective a tactic as continuous recruitment. The constant focus on the next intake means that little
attention is paid to achieving a surplus or ongoing pool of applicants, or to generally developing
more interest in policing careers.

An alternative approach would see the QPS develop and adopt a continuous recruitment program,
with year-round marketing activities directed at generating interest in policing careers. This means
that marketing strategies could be directed at attracting well-qualified applicants, rather than filling
intake targets. Such an approach would require a different response to processing applications. Rather
than processing taking place in three large batches each year, it would be necessary for applications
to be dealt with in smaller groups as they are received during the year. There are some advantages to
such an approach, at least in relation to panel interviews, which could be spread more evenly throughout
the year rather than the current burdensome arrangement by which hundreds of interviews are held in
three short periods each year.

Continuous recruitment marketing would not alter the current number of intakes conducted each
year, but would result in successful applicants being offered a place in the next suitable intake. Many
large-scale recruiters undertake such processes, whereby successful applicants are offered positions
not intended to be taken up for a considerable period. The QPS should undertake a full assessment of
the advantages and disadvantages attaching to year-round recruiting.

Recommendation 9 — Consideration of a continuous recruitment-marketing
program.

That the QPS assess the desirability of undertaking a continuous recruitment-marketing program.

Conclusion

To maintain high standards among recruits, the QPS needs to attract enough well-qualified applicants
to ensure that it has a real choice in whom it appoints. However, the recent significant growth in
recruit intake size has not been matched by a growth in the number of applications that meet basic
mandatory criteria. This means that the pool of qualified candidates available for selection for each
recruit position has been substantially reduced. There is also evidence to suggest that the quality of
applicants varies considerably between intakes.

There is a need for research to establish why applicant numbers have not increased in response to the
QPS’s marketing activities and, in particular, why the QPS has been unable to increase significantly
the number of applicants from EEO target groups. Marketing strategies can then be developed to
increase the size of applicant pools, and a comprehensive recruit marketing plan can be designed and
implemented. As part of these strategies, there is a need to review and redesign the promotional
material currently available to people inquiring about policing careers, and to assess whether the
QPS should move towards a continuous recruitment marketing program.
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All applicants to join the PROVE program are assessed by the QPS recruiting section against a set of
initial assessment criteria. These criteria are intended to identify basic qualifications without which
a person would not be able to complete training at the Academy, or perform the functions of a general
duties police officer. The early identification of applicants who do not meet these essential criteria
saves the QPS time and expense in processing applications which must fail, and also saves those
applicants from wasting further time and effort in the selection process.

This chapter identifies the existing criteria and areas of concern arising from them. It discusses those
concerns in the light of relevant research, the practical experience of the QPS recruiting section, and
relevant legal and organisational issues (as discussed more generally in chapter 2). Recommendations
are then made to improve the existing process.

Current criteria

Currently, all applicants to the QPS must supply sufficient information with their application for
them to be assessed in relation to the following initial requirements:

e possession of Australian citizenship (although persons without permanent residency may be
considered and appointed as recruits on probation, pending the granting of Australian citizenship
— in such cases, citizenship certificates must be produced prior to the recruit receiving
confirmation of appointment as a constable, at the end of training at the Academy)

e a satisfactory criminal and traffic history check (see discussion in chapter 8)
e possession of a current driver’s licence

e possession of a keyboard skills certificate indicating the applicant can type at 25 words per
minute using a typewriter or computer keyboard, with at least 80 per cent accuracy

e possession of a senior certificate in first aid from the Australian Red Cross, St John Ambulance,
or Queensland Ambulance Service, obtained not less than six weeks before appointment as a recruit

* a minimum level of education and/or employment experience, determined by reference to a
QPS-designed matrix (see appendix A).

Each of these criteria is discussed further below, apart from the check of criminal and traffic histories,
which is discussed in detail in chapter 8 (integrity issues).

The current criteria were evaluated for this review by:

e considering relevant research literature

e obtaining information from the QPS recruiting section about practical aspects of the process and
problems with those aspects

¢ considering the impact of relevant legislation, especially the requirement under the PSA Act for
the appointment of recruits to be made on merit, and aspects of the Anfti-Discrimination Act,
Equal Opportunity in Public Employment Act and Judicial Review Act, which have been discussed
generally in chapter 2

e considering relevant primary data about recruit intakes.

Evaluation of criteria

Australian citizenship

The first issue arising from this criterion is whether the requirement for citizenship is a valid and
lawful precondition for employment as a police officer. It is not clear why the criterion for citizenship
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is imposed, other than a general belief that law enforcement activities should be conducted by persons
with the rights and obligations of citizenship. A parallel can be drawn with military service, where
citizenship is also a precondition of employment. However, the military requirement is imposed by
statute, and there is no statutory basis for the QPS requirement.

There is an argument that the requirement for citizenship is discriminatory, in that it affects access to
the QPS by immigrants, which may have a disproportionate effect on people from certain racial or
cultural backgrounds. However, the existing policy enables permanent residents to be employed as
recruits, subject to them obtaining citizenship during their training at the Academy. This lessens any
discriminatory effect of the requirement, and the likelihood that applicants will be excluded simply
because they lack citizenship.

The second issue arising from the requirement for citizenship is the policy of enabling permanent
residents to be appointed subject to confirmation of their citizenship. The policy has potential cost
implications for the QPS, in that it is possible that applicants may be selected and trained at the
Academy, at considerable cost, and still not be eligible for appointment as constables because of a
failure to obtain citizenship.

Data are not available to indicate how many recruits are currently appointed subject to the requirement
to obtain citizenship. In the absence of such data, and of any indication that the failure to obtain
citizenship is proving a major problem for the QPS, the current system should be retained. The
Academy should be responsible for follow-up prior to the confirmation of a recruit’s appointment to
ensure that a copy of the recruit’s citizenship certificate is on his or her personnel file.

Driver’s licence

Applicants are required to hold a current provisional or open driver’s licence for a motor car (manual
or automatic) prior to lodging an application. The basis for this requirement is the research which
suggests that the ability to drive is an inherent requirement of a police officer’s job, underlying
several core activities of general duties officers, as discussed in chapter 3. As discussed in chapter 2,
there is now doubt about the legality of this requirement, following the decision of the Queensland
Anti-Discrimination Tribunal in Stevens v. QPS. That decision was made on the basis that the ability
to drive was not an inherent requirement of policing. However, the QPS maintains that driving is an
essential duty for general duties policing. On this basis, the requirement to possess a current driver’s
licence should be retained.

Keyboard skills certificate

Because of the high level of computerisation within the QPS, the degree of keyboard proficiency
currently required is considered essential for proper performance of the functions of a general duties
police officer. This is particularly so in relation to the training requirements at the Academy and the
amount of data entry required of police officers on the job. The use of keyboard skills was found to
be a core activity of policing in the NPRU study (Kaczmarek & Packer 1996), discussed in detail in
chapter 3. On this basis, the requirement for a keyboard skills certificate should remain.

First aid certificate

The current requirement for a first aid certificate is based on the assumption that police officers may
be called upon to apply first aid in emergency situations. The joint CJIC-QPS report The Physical
Requirements of General Duties Policing (1998) found that during a one-year period, 35 per cent of
officers participating in the study administered first aid, at an average of 3.3 times a year. A smaller
proportion of officers reported administering CPR or EAR. The report commented that, although not
often required, these are critical lifesaving procedures (p. 12).

A senior first aid certificate from organisations such as St John Ambulance, Australian Red Cross or
Queensland Ambulance Service must be provided not less than six weeks before appointment as a
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recruit. Such a certificate will usually cost applicants $90—$100 for the relevant training course. A
certificate remains current for three years.

The Constable Development Program requires officers in that program to have maintained the currency
of their first aid certificates. The program is a voluntary training program required for further
advancement in the QPS. There is no similar requirement for current first aid skills of other serving
officers. In consideration of these issues, the current requirement to hold a senior first aid certificate
prior to entry should remain, and the QPS should give consideration to requiring all officers to
maintain their first aid skills.

Education and employment experience

The most significant and substantial component of the initial assessment criteria is that requiring
minimum levels of education and/or previous employment experience. Currently, minimum education
and employment experience levels are determined by reference to a matrix developed by the QPS
and used in the selection process since February 1992. The matrix began as an assessment of education
only, but after concerns that an emphasis on education did not give due recognition to relevant work
experience, the matrix was modified in 1993 to combine recognition of education and job-related
employment. The matrix was initially based on similar scales used by the Queensland Tertiary
Admissions Centre (QTAC) to determine eligibility for tertiary entrance (see appendix B); however,
the QTAC scales have now been modified to some extent, generally to give greater weighting to
employment experience in certain fields.

Table 5.1 shows the progress of applicants through the recruiting process for the January and May
1997 intakes. The data show that for the relevant period over 30 per cent of applicants did not reach
the second stage of the process, the majority for education/employment reasons.

Validity of education as a selection criterion

There is general agreement that educational levels should form part of the police selection process.
Most of the extensive literature concerning the professionalisation of police advocates increasing
levels of educational attainment as essential to that goal (Neiderhoffer 1967; Roberts 1961; Fitzgerald
Report 1989). Letkowitz (1977) and Casio (1977) reviewed supportive evidence which suggests
increased educational attainment is associated with greater job satisfaction, higher personal
involvement in the job, greater emphasis on achieving self-actualisation, and more open-minded,
less authoritarian or punitive attitudes of police officers. Casio also noted that more educated police
will receive fewer complaints concerning their work performance and attitude.

The Fitzgerald Report (1989) was critical of the youthfulness of recruits and their consequent lack of
education and experience, the low education standards of police officers generally, and the negative
attitude of the prevailing police culture towards education:

... Police need an education which equips them with a sense of balance in both enforcing the law and
serving the community. As well, they need preparation to cope with the traumas associated with police
work ... Whether operational skills and abilities are wisely applied by young officers in confronting
the full range of policing circumstances will depend primarily on factors such as personal attitude,
social values, and disposition, all of which are fostered by higher education coupled with experience.
Police need a deeper appreciation of social, psychological and legal issues which are intrinsic to their
work - an understanding which can only be acquired by higher education ... United States research
confirms that authoritarian tendencies are lower and tolerance higher among better educated police.
Better educated police also perform more effectively ... This research confirmed that an absence of
higher education leads to police isolation from the community and the development of an anti-intellectual
subculture, where corruption was more likely to flourish. The study concluded that the net residual
benefits to be gained from higher education far outweighed any costs or disruptions to the force involved
... (p-250)

The QPS Review 1996 concluded that a post-secondary education is needed for applicants to
successfully undertake the pre-service course. The review had concerns that certain groups of applicants
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Table 5.1 — Analysis of recruit applications for intakes in January and May 1997

Progress of applicants through recruiting process January 1997 May 1997
Male Female Male Female

Not meeting criteria

Education/employment 128 60 203 93
No documents received 14 7 6 2
Medical reports not received 9 4 5 3
Criminal/Traffic 18 4 19 3
Other (residency/driver’s licence etc) 4 0 3 0
Other police service <5 years 0 0 4 1
Total 173 75 240 102
(32.52%) (31.12%) (36.09%) (33.66%)
Fail to attend testing 10 5 15 16
(1.88%) (2.07%) (2.26%) (5.28%)

Fail testing
Psychological tests 12 9 41 20
Driver training 2 0 2 1
Medical evaluation 19 11 18 14
Panel interview 50 29 73 30
Background Enquiries 2 0 3 1
Total 85 49 137 66
(15.98%) (20.33%) (20.60%) (21.78%)
Withdrawn 25 19 31 25
(4.70%) (7.88%) (4.66%) (8.25%)
Not recommended by Selection Committee 4 0 32 6

(0.75%)  (0.00%) (4.81%) (1.98%)

Defer to next intake

Appointed to next intake 19 2 28 4
Requested deferral 101 38 73 24
Temporarily unfit 5 1 2 0
Reconsider next intake — further interview 17 6 0 0
Reconsider next intake — has not done PCT 2 7 8 6
Reconsider next intake — further PCT 0 7 0 3
Further background enquiries needed 3 0 1 0
Total 147 61 112 37
(27.63%) (25.31%) (16.84%) (12.21%)

Appointed 88 32 98 51
(16.54%) (13.28%) (14.74%) (16.83%)

TOTAL 532 241 665 303

Source: HRM, QPS

might be disadvantaged by the relatively high education standards, which might be addressed through
other strategies. The review suggested a limited scholarship scheme to permit applicants, especially
from country areas, to join the QPS.

Burke (1993) conducted research on the predictability of the recruit selection process for performance
at the Academy for the February and July 1991 intakes. The education rating, while not available at
the time, was applied post hoc to education details previously provided in applications from those
recruits. This education rating was found to be a significant predictor of recruit performance, as
measured across all facets of training at the Academy. The education range was from Year 10 to
postgraduate level.

The education rating was also found by a CJC study (1996a) to be significant in predicting performance
of recruits who had commenced their training after 1993. Education and employment were analysed
separately. Those recruits with tertiary qualifications had noticeably better Academy results than
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those who had the employment/education criterion waived, had completed a trade or hospital-based
nursing training, had general employment of at least five years full time with Year 12 studies, or had
a partial associate diploma or degree.

Validity of employment experience as a selection criterion

In contrast to the research validating the use of educational levels in the selection process, there is
less evidence to support the value of prior work experience in selecting police recruits. Arvey and
Farley (1988) discuss the rationale and assumptions behind using and applying experience requirements
in selecting for particular jobs. The first such assumption is that direct experience of a particular job
or content area (e.g. policing) will result in an accumulation of the knowledge, skills, abilities and
other characteristics necessary for successful job performance. A second assumption concerns
motivation, in that it is presumed individuals with past experience have been drawn to, and are
satisfied with, the particular occupational activities involved and are motivated to continue to perform
them. There is also the assumption, based on the behavioural consistency model, that the best predictor
of future behaviour is past behaviour.

However, there are a number of concerns about basing selection decisions on these assumptions. The
first such concern is that some groups may have less experience due to past discrimination or fewer
educational opportunities, or career breaks to undertake family responsibilities. Arvey and Farley
(1988) have also pointed out that experience requirements imposed by organisations may simply be
artificial barriers and really have nothing to do with job performance. Another concern involves
assessing the amount of experience necessary to perform the job. While a certain level of experience
may be necessary, some organisations may impose requirements that are arbitrary or far in excess of
that amount. Whether these requirements are really necessary or simply represent tradition, whim or
indirect discrimination is an important consideration.

It is also important to note that, while research indicates that education levels are significant for both
training effectiveness and police work performance, the limited research conducted into the relevance
of employment has validated only previous employment of a similar nature as a predictor of future
work performance. There is no evidence of the value of considering non-related prior work experience
in selection decisions.

Effect of current combined education/employment profile

Examination of the education/employment profiles of applicants appointed to the QPS indicates that
females generally make the grade on education alone, with the majority having a tertiary qualification
or part thereof. This implies that employment experience as used within the QPS matrix assists male
applicants to a disproportionate level.

This effect may arise because the employment categories in the matrix as currently designed tend to
favour male applicants, particularly when the matrix is compared to QTAC schedules. For example,
the weighting given for categories of employment which are more likely to have been occupied by
males (e.g. trade, defence service) are rated more highly by the QPS than QTAC: the QPS matrix
scores trades from 85 to 87 whereas the QTAC schedules score trades from 80 to 81. Nursing is
considered by the QPS to be comparable to a trade, rather than being a para-profession, thereby
resulting in lower scores for an occupation which tends to be female-dominated. Clerks are not
considered to have job-related experience and are not included in the QPS matrix: the QTAC schedules
do recognise clerks.

The current matrix also requires certain numbers of years of experience in order to justify scores.
This requirement likewise has the capacity to discriminate against women who tend to take career
breaks for family reasons more often than males. Additionally, part-time work is calculated into
years of full-time work, based on a 40-hour week. Thus, a person who works part-time for ten years
may receive credit for only five years. Again, this has the effect of disadvantaging women, who are
more likely than males to have worked part-time.
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Advice from recruiting officers who make assessments based on this matrix indicates that, because
of the limited number of female applicants, more flexibility is allowed to female applicants who do
not fall strictly within the categories of the profile. Nonetheless, 31 per cent of female applicants are
rejected on the education/employment criterion.

Analysis of information provided by the QPS recruiting section shows that the profile of male
employees is reasonably evenly spread across the age ranges. Few applicants under 20 years have
been appointed since 1993. By contrast, the average profile for female appointees is a person under
25 years, with a tertiary degree and limited employment experience. Female appointees are likely to
be concentrated in the under 25 years age group for such reasons as:

e the physical competency test, which is likely to be a significant hurdle to older, less fit women

¢ the education/employment matrix, which does not value the former employment experience of
females as much as males, meaning that older women who are reliant on job skills rather than
education are unlikely to be accepted

¢ the perception that the job of policing is incompatible with family responsibilities.

The possible discriminatory effect of the employment aspect of the current matrix, combined with
the lack of research validating prior employment in an unrelated field as a predictor of success in
policing, makes reliance on employment experience in recruit selection decisions less certain than
reliance on education. Until studies are undertaken to assess whether previous employment, other
than previous police employment, is valid as a selection criterion, employment and education should
be assessed separately. The development of separate profiles will enable discriminatory effects to be
identified more readily, and will facilitate further research on the validity of reliance on employment
experience.

Recommendation 10 — Development of new profiles to assess education/

employment history

(i) That in place of the current education/employment scoring system, the QPS develop three
separate profiles:

* a pure education scale based on QTAC schedules T1000-T9000, where credit is given for
a grade point average for an associate diploma, diploma or bachelor’s degree

» an employment scale to rate employment-related knowledge, skills and abilities, based on
QTAC schedules V1001, M2001, M2011

 acombined employment and education rating, developed on the basis of the first and second
profiles.

(i) Thatthe Recruiting Section only consider an applicant’s best or highest-scored profile for selection
purposes. All three profile scores should be recorded on a database for validation purposes.

(iii) That the revised education/employment criterion to be monitored to ensure that it does not
unlawfully discriminate against some groups of recruit applicants.

Assessment of language proficiency

Applicants with non—English-speaking backgrounds who are identified as being at risk of having
difficulty at the Academy because of their language proficiency are required to undertake assessment
at the Southbank TAFE. Most such applicants are identified at the interview stage of the selection process
(QPS Recruiting Section). The test used to assess identified applicants, the Australian Second Language
Proficiency Rating Scale (ASLPRS), was developed by the Centre for Language Education, Griffith
University. The ratings cover speaking, listening, reading and writing proficiency on a 0 to 5 scale:

0 zero proficiency 3 minimum vocational proficiency
1 elementary, minimum, survival proficiency 4 vocational proficiency
2 minimum social proficiency 5 native-like proficiency
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After completing the ASLPRS test, applicants may be advised to do a course to upgrade their language
skills. Applicants are required to have a rating of 4 on each of the four areas of the profile: speaking,
listening, reading and writing, prior to appointment as a police recruit. The cost of this assessment to
the applicant is $100.

While the process of testing applicants’ language skills is appropriate, there is concern as to whether
the process to identify applicants who may have language difficulties is sufficiently systematic. The
QPS should seek to identify applicants who may have English language difficulties as early in the
selection process as possible; it is neither cost-efficient, nor fair to the applicant, to have applicants
completing the panel interview who clearly have insufficient English language skills.

A possible strategy is to add a question to the application form asking applicants to identify whether
they have English language difficulties, or whether they speak English as a second language. Those
applicants may need to be interviewed by an appropriately qualified recruiting officer to ensure they
have the required language skills before further processing of the application. Alternatively, at the
time of psychometric assessment, such a recruiting officer could speak with each applicant to identify
those who should undertake the ASLPRS test.

As recommended in chapter 7, panel interviewers should also be able to request an applicant to
undertake language testing if it becomes evident during the interview that the interviewee is finding
it difficult to comprehend the questions being asked and/or communicate his or her responses to the
panel interviewers.

Recommendation 11 — Process for identifying applicants with language difficulties

(i) That the QPS develop a systematic process for identifying applicants who may not be
proficient in the English language. These applicants are to be identified for the purpose of
language testing (ASLPRS) to ensure they have the language skills necessary to complete
the recruit-training program.

(ii) That applicants who do not meet the required standard on the ASLPRS test not be appointed
to the recruit-training program, regardless of how well they perform on other criteria.
Applicants who are suitable on all other selection criteria should be guaranteed an
appointment, subject to satisfactory completion of a language-skills course,

(iii) That applicants who display difficulty with the English language should be advised to do an
English language course before the panel interview.

ATSI bridging program and traineeships

In response to recommendations of the Royal Commission into Aboriginal Deaths in Custody (1991)
and the Fitzgerald Report, the QPS, in 1991, developed and adopted new policies and procedures in
relation to the selection, training and support of Aboriginal and Torres Strait Islander peoples.

A one-semester bridging course was developed at the Johnstone TAFE in collaboration with both
QPS personnel and members of the Aboriginal community in Innisfail. The purpose of this course
was to enable ATSI people to be more competitive in their applications for justice-related positions,
including recruitment to the QPS.

The course was offered for the first time in semester 1, 1992 with funding made available from the
Commonwealth government. Delivery of the course involved both TAFE staff and police officers
stationed in Innisfail. In addition, students participated in a week-long visit to the Academy during
which they were addressed by staff from specialist sections of the Service, the courts and other
justice-related fields. Students also participated in a workshop related to role, function and ethics.
Later in 1992, this bridging course was extended to the School of Aboriginal and Torres Strait Islander
Education at the Southbank Institute (Kangaroo Point) to cater for the needs of ATSI students in
southern Queensland.
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Because of a ministerial decision in July 1993 not to recruit an overall intake to the Service in
semester 2 of that year, it was decided to extend the bridging course by a further semester. The QPS
contributed $70,000 per annum over three years to the TAFE institutes to cover the delivery costs
associated with semester 2.

On 8 November 1994, this extended program was again reviewed and accredited as the Associate
Diploma in Justice for ATSI people. On 2 May 1997, this course was changed to a Diploma of Justice
for ATSI people.

Since 1997, traineeships have been offered to indigenous people, part of which is the Diploma of
Justice for ATSI people. Completion of the diploma, in conjunction with meeting other integrity,
medical and physical criteria, guarantees entry to the Academy as a police recruit.

These access programs are special initiatives taken under the QPS’s EEO Management Plan and
provided for under section 105 of the Anti-Discrimination Act. Funding is also available to provide
special tutoring during the Academy phase of the various programs.

The QPS currently has a representation of 1.3 per cent identified indigenous police officers. A target
of 2.4 per cent has been set for the year 2000. Targets of 6 to 9 per cent indigenous recruits per intake
incrementally per annum, and a separation rate of less than 2 per cent should ensure that the target of
2.4 per cent is achieved.

Recommendation 12 — Continuation of special recruit programs for indigenous
people

That special recruit programs for indigenous people continue until EEO targets are reached and
maintained.

Conclusion

The first ‘hurdle’ of the selection process requires applicants to meet initial criteria, including:
possession of Australian citizenship or permanent residency, a current driver’s licence, a minimum
level of education and/or employment experience, and certificates in first aid and keyboard skills.

The main issue arising from these criteria relates to current policy for assessing education and
employment experience. There is evidence to suggest that the design of the current employment
experience categories favours male applicants to a disproportionate level compared to females. To
overcome this problem, those ratings need to be reviewed. Three separate profiles for employment,
education, and a combination of the two factors should be developed. The profile on which the
applicant rates the highest should be used in the selection process and in the mechanical combinations
of selection device scores. This will allow applicants to meet minimum criteria by having a degree,
relevant work experience or a combination of both. Separate profiles will also facilitate future
monitoring of the validity of each factor and enable any discriminatory effect to be identified.

In addition, the QPS needs to develop a systematic approach to the identification of applicants who
may not be proficient in the English language, and should not appoint such persons until such time as
a language skills course has been satisfactorily completed. Current special recruit programs for
indigenous people should continue until EEO targets are met and maintained.

Chapter 5: Initial assessment criteria 45



Chapter 6: Psychological screening and assessment

Chapter 6: Psychological screening and
assessment

The QPS uses psychological tests in its selection procedures both to screen-out and screen-in
applicants. Screening-out identifies applicants who may be unsuitable for selection because they
lack the cognitive ability to undertake recruit training or to meet the demands of operational policing,
or have psychopathological problems. Screening-in is a complementary, competitive process that
uses quantitative measures to compare applicants with each other; for example, by predicting their
likely degree of job success (Hibler & Kurke 1995).

This chapter reviews the psychological screening and assessment process used by the QPS, and
makes recommendations on how it can be improved. The chapter begins with a description of the
process currently used by the QPS. The process is then reviewed within the context of the research
literature. Particular reference is made to the NPRU report on determining a job-related test battery
for the psychological screening of police applicants in Australian jurisdictions (Kaczmarek & Packer
1997).

Current screening and assessment process

Psychological screening of recruit applicants was first introduced by the QPS in 1991. The current
battery comprises two types of psychological tests: seven cognitive ability tests and one personality
test. Only the results of the cognitive ability tests are used in the selection process. Psychological
testing is used only for applicants to the PROVE program, and not for POCC applicants (see
chapter 14).

Cognitive-ability tests

Cognitive-ability tests are the most frequently used psychological test for selection purposes. This is
primarily because of their high predictive validity when compared to other selection devices (Campion,
Pursell & Brown 1988; Coutts 1990; Wiesner & Cronshaw 1988). There is ‘extensive empirical
support for the use of ability tests in personnel selection. For some of these job types, including
protective services (e.g. police, fire), the validity coefficients are high’ (Gowan & Gatewood 1995, p. 192).

Many studies have shown that general intelligence is a good predictor of police performance as
measured by both training and on-the-job success (e.g. Black 1995; Burke 1993; CJC 1996a). As
highlighted in the NPRU report (Kaczmarek & Packer 1996), it is essential that police officers have
the ability to plan, adapt to new situations, learn new concepts and processes, solve problems, make
decisions, be perceptive and attentive, and display good judgment, all of which are elements of
intelligence.

Cognitive-ability tests are designed to measure several distinct aspects of intelligence, usually of a
verbal, mathematical, memory, or reasoning nature (i.e. general intelligence). Consequently, different
tests are used to measure different aspects of cognitive ability. The QPS uses the following seven
cognitive-ability tests:

e Raven’s Standard Progressive Matrices (SPM)

e Watson-Glaser Critical Thinking Appraisal (WGCTA)

e Mechanical Reasoning (MR) from the Differential Aptitude Test

e Space Relations (SR) from the Differential Aptitude Test

e Numerical Ability (NA) from the Differential Aptitude Test

¢ Digit Symbol (Dsy) from the Wechsler Adult Intelligence Scale

¢ Digit Span (Dsp) from the Wechsler Adult Intelligence Scale.

46 Police for the Future: Review of Recruitment and Selection for the Queensland Police Service



Police for the Future: Review of Recruitment and Selection for the Queensland Police Service

Personality tests

The QPS administers one personality test known as the 16PF questionnaire. Personality tests provide
measures of personal traits, emotional states, and attitudes. Although there is no single definition of
personality, it can be defined as the organisation of personal characteristics which define individuals
and determine the way in which they interact with their environment (Gatewood & Feild 1995). For
policing, the determination of personality type and the presence of psychopathology are important
issues in an effective and legally defensible selection process. Given the powers entrusted to police
officers, it is important that applicants who may be psychologically ‘unfit’ to perform policing duties
are identified.

Earlier studies assessing the predictive validity of personality tests found a poor relationship to job
performance. However, more recent studies have offered some evidence that personality measures
are a valid selection device (Gowan & Gatewood 1995) and that there is an association between
personality constructs and job performance (see Kaczmarek & Packer 1997 for a literature review).

Test administration and scoring

The cognitive abilities and personality tests are administered to applicants by a trained administrative
assistant from the QPS recruiting section. Up to 80 applicants are tested in one sitting: the numbers
are only restricted by the size of the testing room. It takes approximately five hours to administer all
the tests. Computerisation allows the tests to be scored quickly and efficiently (e.g. it takes
approximately 45 minutes to score and list results for 80 applicants).

The QPS has developed its own norms for each of the ability tests. ‘Norming’ is a process where a
test is administered to large numbers of a particular population or reference group (e.g. police officers)
to provide an appropriate frame of reference for interpreting the test scores (Kaczmarek & Packer
1997). The recruit applicant norms used by the QPS were established from a group of 1,152 applicants
and are age-adjusted.

A composite score is calculated on the seven cognitive-ability tests for each applicant using the
following formula:®

Composite Score = [SPM + CTA + (MR+SR)/2* (if MR-SR<10) + NA + (Dsy+Dsp)/2* (if Dsy-
Dsp<10)]/5**

*if 10 or greater difference, test scores are taken individually
** this number is relevant to the number of test scores taken individually

The composite score is used three times in the selection process:

e Early on to identify and screen-out applicants. Those applicants scoring under a composite
standard score of 45 (.5 of a standard deviation below the mean) are rejected. The composite
score of 45 equates to an IQ within the range 90 to 95; in the general population, the average 1Q
is 100. Applications from Aboriginals and Torres Strait Islanders who complete the Associate
Diploma in Justice (ATSI studies) may be permitted to remain in the selection process even if
their composite score is below 45.

¢ In the middle stage, combined with the education/employment rating, to short-list applicants for
the panel interview stage.

¢ In the final stage, combined with both the education/employment rating and panel interview
score (each weighted at one-third of the overall rating), to rank applicants for consideration by
the Selection Committee.

Although the 16PF questionnaire is administered to all applicants who meet the initial assessment
criteria, it is not formally considered or weighted in the selection process because of the lack of
psychological resources within the QPS. The test was originally adopted by the QPS for in-service
personnel. It was intended to be used to provide a psychological profile for each member of the
Service and was to be considered when a member applied for a promotion. The test is discussed in
depth later in this chapter.

¢ The formula was developed in 1990 by consultant psychologist Mr Robin Johnstone of the University of Queensland.
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Issues for consideration

The main focus of the review was on considering the validity and reliability of each of the tests in
use. For this purpose, we relied primarily on two validation studies conducted on the psychometric
test battery used by the QPS (Burke 1993; CJC 1996a), and the NPRU report (Kaczmarek & Packer
1997), which was aimed at determining a national, job-related test battery for the psychological
screening of police applicants. We have endeavoured to support the development of national standards
for police jurisdictions in Australia by encouraging the QPS to adopt appropriate recommendations
from the NPRU report. Each test is described, followed by a summary of the evidence in support of
the test’s validity and reliability. The applicability of the test to policing is identified and
recommendations are made where necessary.

Raven’s Standard Progressive Matrices (SPM)

The SPM is a multiple-choice test which contains 60 matrix problems separated into five sets of 12
matrix problems. Kaczmarek and Packer (1997, p. 24) described the test:

Within each set, the problems are sequenced in order of increasing complexity and the sets become
progressively more difficult. Each problem consists of 9 figures in a 3 x 3 square with the bottom right
figure missing. The problem is solved by selecting the correct figure to complete the matrix from 6 or
8 possible choices. The correct answer may complete a pattern, complete an analogy, systematically
alter a pattern, introduce systematic permutations or systematically resolve figures into parts.

The SPM is a non-verbal test which measures inductive reasoning, deductive reasoning, abstract
reasoning, perception, short term/working memory, spatial reasoning and observation skills
(Kaczmarek & Packer 1997). Because the test is non-verbal, it is less influenced by cultural experiences
and linguistic ability than are tests of verbal reasoning, which are measures of specific learning. This
test is administered to applicants untimed. Applicants are allocated 45 minutes to complete the test;
it is estimated that 97 per cent of applicants would comfortably complete the test within that time.
QPS norms are available for the untimed administration only.

The test has been demonstrated to be reliable and there is considerable evidence to support its validity
(see Kaczmarek & Packer 1997 for a review of the literature). The SPM as used in the recruit selection
process has been shown to be a significant predictor of performance in the QPS recruit-training
program (Burke 1993; CJC 1996a). This test has been recommended for inclusion in the national test
battery for screening police applicants by Kaczmarek and Packer (1997). On this basis, there is a
strong argument for the continued use of the test.

Watson—Glaser Critical Thinking Appraisal (WGCTA)

The WGCTA (Watson & Glaser 1980a) consists of written passages or statements followed by
questions that require the use of reasoning. The exercises within this test include problems, statements,
arguments and interpretations of data similar to those that are encountered on a daily basis at work,
in the classroom, and in newspaper and magazine articles.

The WGCTA is a verbal reasoning test which measures abstract reasoning, inductive reasoning,
deductive reasoning, decision-making skills and judgment. The reading level needed for the WGCTA
is Year 9 (14 years) (Watson & Glaser 1980b). Unlike the SPM, success on the WGCTA is associated
with scholastic achievement. It has been suggested that this may be a difficult test for NESB people
because of the amount of reading that must be done, not only to answer the questions but to understand
the tasks posed by each passage (Kaczmarek & Packer 1997). The QPS administers this test to
applicants untimed. Applicants are allocated 55 minutes for the test, during which time at least 97 per
cent will fully complete it.

The reliability estimates for the WGCTA have been shown to be adequate, and the validity of the test
has been well documented (see Kaczmarek & Packer 1997 for a review of the literature). Again, the

WGCTA has been shown to be a significant predictor of performance in the QPS recruit-training
program (Burke 1993; CJC 1996a).
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Kaczmarek and Packer (1997) have not recommended the WGCTA for inclusion in the national test
battery for screening police applicants because of the difficulty of the test and the narrow range of
skills it covers. However, as noted by the authors:

While the test has demonstrated validity for predicting the police academy success of recruits to the
Queensland Police Service, the majority of recruits selected by the Queensland Police Service have
post-secondary educational qualifications or prior service with a defence service or another police
service and/or more than five years employment. The education and employment requirements set by
some of the other Australian police services are not as high, making it questionable whether the test
would be appropriate for screening the majority of police applicants [with regard to establishing a
national test battery]. (p. 34)

As further noted by the authors, it is an objective of the QPS to recruit applicants with higher education
qualifications and suitable ability to undertake successfully the continual training and education
expected of officers once they join the Service. This objective, when coupled with the predictive
validity of the WGCTA, provides strong argument for the continued use of the test in the QPS selection
process.

Mechanical Reasoning (MR)

The MR test (a sub-test from the Differential Aptitude Tests) contains 70 items of increasing difficulty
to be completed within 30 minutes. Kaczmarek and Packer (1997, p. 37) described the test as follows:

Each item presents a mechanical problem depicted in pictorial form with a simply expressed question.
Responses to the question are in multiple-choice format with three possible solutions to each problem.

The MR test measures mechanical ability and, according to the test manual, suggests whether the
candidate has an aptitude for learning ‘the principles of operation and repair of complex devices’.
Although the developers have aimed to make test items independent of scholastic achievement, some
of the items on the MR have been criticised for their reliance on knowledge of scientific principles
(Mastie 1976 in Kaczmarek & Packer 1997, p. 37). The test has been demonstrated to have high
reliability, but its construct validity is questionable, and its results show a marked differentiation
between males and females (see Kaczmarek & Packer 1997 for a literature review).

The MR test has been shown not to be a significant predictor of performance in the QPS recruit-
training program (Burke 1993; CJC 1996a). Kaczmarek and Packer (1997) have not recommended
the MR test for inclusion in the national test battery for screening police applicants. The authors
concluded that:

... the evidence is not clear as to whether it is a valid measure of mechanical aptitude for personnel
selection. This, added to the questionable value of screening police applicants for this ability when
they are not required to understand and apply principles of physics or mechanics as part of the General
Duties Constable position, means that the MR is not recommended for inclusion in the national test
battery. (p. 38)

It is therefore recommended that this test not be used in the QPS recruit selection process.

Recommendation 13 — Removal of the Mechanical Reasoning test from the
test battery

That the QPS no longer include the Mechanical Reasoning test (from the Differential Aptitude
Tests) as part of the battery of psychological tests for police recruit selection.

Space Relations (SR)

The SR test (a sub-test from the Differential Aptitude Tests) contains 60 multiple-choice items. In
each item, a pattern is presented followed by five figures. The objective of the test is to select the
figure that can be made by folding the given pattern into a three-dimensional figure. The figure must
match the pattern according to its shape and the shading of its surface. The test takes approximately
35 minutes to administer and complete.
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This test measures the ability to visualise and manipulate objects in space. The test manual states that
this ability is required of people working in occupations such as design and architecture. The SR test
has high internal consistency reliability but questionable validity for predicting job performance (see
Kaczmarek & Packer 1997 for a literature review). The SR test has also been shown not to be a
significant predictor of performance in the QPS recruit-training program (Burke 1993; CJC 1996a).
Furthermore, Kaczmarek and Packer (1997) have not recommended the SR test for inclusion in the
national battery for screening police applicants. The authors concluded that:

... the fact that spatial relations skills are linked to only one of the core General Duties Constable tasks
(i.e. safe driving procedures) raises some doubt over whether such a test is necessary in a battery used
to screen police applicants. While spatial skills may be needed for driving, police applicants are required
to hold a driver’s licence at the time of application. As they can demonstrate attainment of basic
driving skills, it can be said that they already possess the prerequisites for driving safely and do not
need to be screened for these abilities. Through training, they will be taught to drive defensively.

(p. 40)

It is therefore recommended that this test not be used in the QPS recruit selection process.

Recommendation 14 — Removal of the Space Relations test from the test battery

That the QPS no longer include the Space Relations test (from the Differential Aptitude Tests) as
part of the battery of psychological tests for police recruit selection.

Numerical Ability (NA)

The NA test (a sub-test from the Differential Aptitude Tests) was designed to test understanding of
numerical relationships and facility in handling numerical concepts (de Lemos 1989). This test avoids
the language elements of the usual arithmetic reasoning problem, in which reading ability may play
a significant role.

This test was not considered by Kaczmarek and Packer (1997) in their evaluation to determine a
national battery of psychological tests. To date, there have been no studies to determine the validity
and reliability of this test for police selection. However, it should be noted that the Differential
Aptitude Tests’ manual cautions against placing too much emphasis on any of the sub-tests (such as
the NA test) for selection purposes. The national job analysis for the position of general duties
constable conducted by Kaczmarek and Packer in 1996 did not identify numerical ability as a
characteristic desirable for general duties policing. This factor, coupled with the lack of validating
evidence, provides strong argument for the removal of the NA test from the QPS psychological test
battery.

Recommendation 15 — Removal of the Numerical Ability test from the test battery

That the QPS no longer include the Numerical Ability test (from the Differential Aptitude Tests)
as part of the battery of psychological tests for police recruit selection.

Digit Symbol (Dsy) and Digit Span (Dsp)
The Dsy test (from the Wechsler Adult Intelligence Scale) is a 90-second test of clerical speed and
accuracy. Characteristics measured by this test include listening skills and working memory.

Research (Burke 1993; CJC 1996a) has shown this test to be a statistically significant predictor of
performance at the Academy. Kaczmarek and Packer’s 1997 report did not evaluate the Dsy test but
did evaluate a similar test (the clerical speed and accuracy test from the Differential Aptitude Tests).
The authors concluded that ‘it is doubtful whether the inclusion of any test of clerical ability is
needed at the point of police recruit selection’ (p. 62). The reasons for this include:

o Tests of general cognitive ability or intellect (such as the SPM and WGCTA) are good predictors
for a range of clerical jobs. Through using general ability tests to screen-in applicants with at
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least average ability, it can be assumed that the potential to perform the lower level skills that
comprise clerical ability will also be screened-in.

e Applicant clerical ability is already assessed by the requirement for officers to hold a typing
certificate.

¢ ‘During academy and on-the-job training, general duties constables will be exposed to and/or
taught the tasks that require clerical skills. It is believed that this instruction should be sufficient’.
(Kaczmarek & Packer 1997, p. 62)

It is unlikely that the Dsy test measures anything over and above what is already measured in the
SPM and WGCTA tests, and the demonstrated predictive value of the test for performance in recruit
training arises because it echoes the results of those other tests. It would be more appropriate for the
QPS to determine whether alternative psychological tests could be used instead of the Dsy test which
would complement, rather than supplement, the tests of general cognitive ability. In the interim,
while such other tests are being assessed, it is appropriate to continue the use of the Dsy test as it has
demonstrated predictive validity and is cost-efficient and quick to administer.

The Dsp test (from the Wechsler Adult Intelligence Scale) is a listening skill, short-term memory
test. It requires the applicant to listen to a sequence of random numbers, and write them down forwards
and backwards. This is an untimed test which takes approximately 10 minutes to administer.
Research (Burke 1993; CJC 1996a) has shown this test to be significantly reliable in predicting
performance at the Academy. Kaczmarek and Packer did not consider the Dsp test for inclusion in the
national test battery for screening police applicants, but it can be considered similar to many other
clerical tests. The arguments outlined for the Dsy test also apply to the Dsp test. On this basis, the Dsp
test should be retained pending assessment of other tests which may make a more significant
contribution to the selection process.

Recommendation 16 — Process to identify alternative psychological tests

That the QPS identify and assess alternative tests to complement the tests of general cognitive
ability that are currently used. In the interim, the Digit Symbol and Digit Span tests continue to be
included as part of the psychological test battery for police recruit selection.

Sixteen Personality Factor (16PF) questionnaire

The 16PF is a test of normal personality, rather than a tool to assist in clinical diagnosis when a
known psychopathology exists. Characteristics measured by the 16PF are agreeableness, responsibility,
conformity, self-control, cooperativeness, flexibility, sociability, conscientiousness, assertiveness,
empathy, sensitivity, tolerance, self-esteem, orderliness, moral judgment and objectivity (Kaczmarek
& Packer 1997). The test is administered to a group and takes 35—50 minutes to complete.

The test was developed by factor-analysing a set of English-language trait and ability adjectives
describing human behaviour. This resulted in a set of oblique, or correlated, factors. Through this
process, 15 bipolar personality factors and a general intelligence factor were identified. These primary
factors are listed at the top of the next page.

Analysis of these factors created five second-order or global factors: extraversion; anxiety; tough-
mindedness; independence; and self-control. Scores from both the primary and secondary factors
can be used to develop profiles of the respondents’ personality patterns (Kaczmarek & Packer 1997).

Kaczmarek and Packer (p. 78) evaluated several tests of normal personality and chose the 16PF for
inclusion in the national battery of psychological tests. According to Kaczmarek and Packer, the
16PF test has adequate reliability, and validation studies using the fourth edition indicate that the test
is useful for police selection.
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Primary factors

Warmth: reserved versus outgoing

Intelligence

Emotional stability: emotionally stable versus neurotic
Dominance: cooperative versus forceful
Impulsiveness: serious versus lively

Conformity or rule-consciousness: non-conforming versus rule-conscious

T oTmowe

Social boldness: shy versus venturesome

e

Sensitivity: objective versus sensitive

L Suspiciousness: trusting versus vigilant

M Imagination: practical versus imaginative

N: Shrewdness or privateness: forthright versus discreet

o Insecurity: self-assured versus worried

QIl: Radicalism or openness to change: traditional versus experimenting
Q2: Self-sufficiency: affiliative versus self-reliant

Q3:  Self-discipline or perfectionism: flexible versus perfectionistic

Q4: Tension: relaxed versus tense

There is a clear need for policing organisations to make every effort possible to identify applicants
with personality traits unsuited to policing (e.g. uncontrolled aggression). Personality testing offers
perhaps the only systematic process to identify such individuals. Given the work that has already
been conducted on the 16PF test (the review by Kaczmarek & Packer and the norms developed for
the QPS) it is logical that this test be used in the recruit selection process.

Recommendation 17 — Introduction of personality assessment for police applicants

That the Sixteen Personality Factor questionnaire be included as part of the psychological screening
process for police applicants.

Psychological evaluation

An applicant should not be rejected on the sole basis of his or her profile on the 16PF questionnaire
(in fact, rejection on the basis of any single personality test is not recommended). Instead, such an
applicant should be referred to a registered clinical psychologist for a complete psychological
evaluation. This evaluation may include further psychological testing and/or a clinical interview.

Kaczmarek and Packer’s report also considered a number of clinical personality tests which could be
used if additional testing is deemed necessary. These tests, unlike the normal personality tests, have
been developed to assist in diagnosis when a psychopathological disorder is known or suspected
(e.g. because of the profile resulting from the 16PF test). Kaczmarek and Packer concluded that the
Clinical Analysis Questionnaire (CAQ) (see Cattell & Delhees 1970) and the Minnesota Multiphasic
Personality Inventory — 2 (MMPI — 2) (see Hathaway, McKinley & Butcher 1989) are suitable tests
for clinical assessment.

Recommendation 18 — Policy requiring applicants to undergo psychological
evaluation

That the applicants identified by the Sixteen Personality Factor questionnaire as having personality
traits unsuited to policing be required to undergo a comprehensive psychological evaluation before
further processing of their application. Such an evaluation may include further testing with clinical
tools such as the Clinical Analysis Questionnaire and the Minnesota Multiphasic Personality
Inventory—2 and/or a clinical interview.
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A registered clinical psychologist must be used both to assess initial 16PF profiles and to conduct
comprehensive psychological evaluations. In addition, as recommended in chapter 8, the proposed
Integrity Committee may also request a comprehensive psychological evaluation of applicants for
integrity/ethical screening purposes. To put these recommendations into effect, the QPS will need to
either employ an appropriately qualified clinical psychologist, or establish a panel of private
practitioners to whom testing and evaluations may be contracted out.

Recommendation 19 — Role of registered clinical psychologist in the
recruitment process

That the QPS use a registered clinical psychologist to assess Sixteen Personality Factor profiles
and to conduct comprehensive psychological evaluations as required.

Conclusion

The QPS relies on a battery of psychometric tests both to screen undesirable applicants out and to
allow comparison between suitable applicants. The current battery of psychometric tests includes
seven tests of cognitive ability and one personality test. Scores from the seven cognitive-ability tests
are combined to provide an overall score for each applicant. Although routinely administered to
applicants, the 16PF questionnaire is not formally considered in the selection process.

The value of psychometric testing is highlighted by the high validity of the tests in predicting successful
performance in the recruit-training program at the Academy (Burke 1994; CJC 1996a). However,
examination of validities for individual tests showed that two tests (MR and SR) were not significant
predictors of recruit performance (Burke 1994; CJC 1996). In addition, the suitability of, and necessity
for, including these types of tests in the selection process for policing has been questioned (Kaczmarek
& Packer 1997). Consequently, both these tests should be removed from the current battery. The NA
test should also be removed from the test battery because of the lack of research demonstrating its
relevance to policing (Kaczmarek & Packer 1997).

It is important that police organisations use all available strategies to ensure that individuals who are
psychologically unsuited to general duties policing are screened-out of the selection process. Although
personality tests have lower validity coefficients than cognitive-ability tests, they can be useful for
identifying or ‘flagging’ applicants who should be scrutinised more closely by either psychological
evaluation or further testing. There is value to policing organisations in any selection device that may
be able to identify applicants who are maladjusted or suffering from some kind of psychopathology.
On this basis, and in accordance with the recommendations of Kaczmarek and Packer, the QPS
should use the 16PF questionnaire in the selection process to identify applicants who should undergo
further psychological evaluation.

Chapter 6: Psychological screening and assessment 53



Chapter 7: The panel interview

Chapter 7: The panel interview

The selection interview is perhaps the most popular and commonly used selection tool for most
organisations (Rowe 1989). As the interview is also one of the more costly selection devices, it is not
surprising that it has been well researched. The research conducted over the last 70 years provides
invaluable information on how the interview can be made a more valid and useful tool.

This chapter focuses on the use of the panel interview in the selection process. The first section
provides an overview of the current process; followed by an evaluation of the methodology adopted
to evaluate it. The remainder of the chapter outlines the problems identified by the review and makes
recommendations on how the interview process can be improved.

Current panel-interview process

The panel interview is part of the third phase of the selection process used by the QPS. Traditionally,
all panel interviews were conducted at police headquarters in Bri