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KEY FINDINGS

Background

On 1 May 1998, a number of changes were implemented to the Queensland Police Service
(QPS) promotion and transfer system. The main features of these changes were:

* use of panel conveners from outside the region or command to which selections are
being made

* use of an independent community member on the selection panel
* generic appointments to rank

* formation of standing regional panels for each generic group advertised.

Prior to the implementation of these changes a baseline survey was conducted measuring
applicants’ perceptions of the promotion and transfer system (CJC 1998). This survey found
high levels of negative perceptions toward the promotion and transfer system.

The current report presents findings from a follow-up survey conducted in May—June 2000.
This survey also included new questions on the Management Development Program (MDP)
and Assessment Development Centres (ADCs).

Perceptions of the promotions and transfer process

Respondents in 2000 still generally had negative views of the promotion and transfer system.
However, for three out of the five statements measuring perceptions of fairness, consistency
and bias, respondents to the 2000 survey gave more positive responses than their 1998
counterparts. There were no differences between 1998 and 2000 in responses to any of the
statements measuring attitudes to selection policies and procedures and the review system.

The MDP and ADCs

The majority of officers surveyed thought little of the MDP. There were no consistent differences
between officers who had, and had not, been involved in the program. However, officers of
higher ranks had considerably more positive views of the MDP than lower ranks, with two-
thirds of Inspectors and higher considering that completion of the program was an appropriate
prerequisite for promotion. It seems that the more officers were exposed to higher
management duties, the more positive their attitudes were to the value and importance of
the MDP.

Among officers of the rank of Senior Sergeant or higher, more than half agreed that ADCs are
appropriate prerequisites for promotion to Inspector, and that these centres provide a good
way of identifying training needs prior to promotion. At the same time, however, more than
half also agreed that ADCs do not fully identify the knowledge and skills necessary to become
a senior officer. Officers who had been involved in the ADC process appeared to have slightly
more positive viewpoints than other officers.

Experiences of the promotions and transfer process

More than a third of respondents who had applied for a promotion had worked with a
selection panel member and 60 per cent had known of other applicants who had worked
with a panel member. Respondents did not generally believe that knowing a panel member
themselves helped their application, but they were more likely to believe that other applicants
who had worked with a panel member were advantaged.

Most officers sought feedback on their applications; however, most were dissatisfied with
the feedback received. Respondents’ main criticisms were the lack of detail in their feedback,
the time taken to obtain feedback, and their inability sometimes to obtain feedback at all.
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KEY POINTS

Comments

The top six issues most frequently identified as a problem with the QPS promotion and
transfer system were:

* cronyism/bias

* problems with the MDP

* no recognition of length of service/experience
* delays

* inconsistencies among panels

* lack of emphasis on work performance.

The most frequent suggestions for improvement of the selection panel process were to
implement central panels, or central panel conveners, and to place more weight on work
performance.

The most common suggestions on how to improve the review process were to decrease delays
and to make the process simpler.

Policy implications
Overview

The general negativity about the selection process is to be expected given the competitiveness
of the process and the fact that many officers who consider themselves well qualified are
unsuccessful. The changes to the selection process implemented since the 1998 survey have
had only a modest impact on perceptions of the process, indicating that these attitudes are
clearly hard to change. This raises the issue of whether anything else can, and should, be
done to improve these perceptions.

In 1998, the most common suggestion for improvement to the selection process was to include
independent panel members. Even though this was implemented in May 1998, officers are
still not happy with the process. The second most common suggestion for improvement in
1998 was to have centralised panels. The current proposal of permanent panel conveners
was seen as very desirable by two-thirds of the officers surveyed in 2000. However, given
recent experience, it would seem that even if permanent panel conveners were implemented
there would be no guarantee that perceptions of the process would improve.

Management Development Program

Many of the negative comments regarding the MDP concerned the perceived lack of relevance
to the officer’s work. It may be that better marketing regarding the purpose of the program
would have notable benefits (i.e. emphasising that the purpose of the program is to prepare
officers for management/supervision work rather than operational policing).

Assessment Development Centres

Given the overall negative views that police officers have on promotion issues, responses to
the ADCs seem fairly positive.

Reviews

Respondents to the 2000 survey had essentially similar opinions to the 1998 survey regarding
reviews. The continuing issues were that officers had difficulty understanding the process
and felt frustrated about delays.

Feedback

Many respondents criticised the lack of detailed, constructive and timely feedback regarding
their applications. Panel member training may be of help in this area. Improved feedback
may decrease officers’ perceptions of bias, as well as help reduce the number of reviews.
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1: Introduction

Purpose of report

This report is a follow-up of a survey conducted in 1998, which measured police officers’
perceptions of the promotion and transfer systems prior to the introduction of a new
selection panel system. Following the original survey in 1998, a number of changes were
made to the QPS promotion and transfer system. The present research was conducted to
measure changes in officers’ perceptions of the system since the new procedures were
implemented.

Background

Before 1990, promotions and transfers in the QPS were generally based on seniority.
Following the recommendations of the Fitzgerald Report and the implementation of the
Police Service Administration Act 1990, appointments were to be made on merit alone.
However, the Report on the Review of the Queensland Police Service (Bingham Review)
in 1996 still found widespread dissatisfaction among police officers with the promotion
and transfer system. Specific areas of concern were:

* regional bias in promotion and transfer decisions

* inconsistent decision making by selection panels

* the perception that the role of experience in assessing merit had been devalued
* lack of common competencies required for each rank

* the workload generated for officers on selection panels.

Following the Bingham Review, a number of changes were made to the selection panel
process to address the issues of inconsistency and bias in the selection process. These
changes were:

* using panel conveners who are external to the region or command for which
selections are being made

* having an independent community member on the selection panel
* using generic appointments where appropriate
* constituting standing regional panels for each generic group advertised

* having panels of mixed-gender composition.

These changes were implemented in May 1998. The Bingham Review had recommended
that the new selection panel system be monitored by the CJC in conjunction with the
QPS. In accordance with this, a survey was designed to measure officers’ perceptions of
the promotion and transfer systems. The survey was administered prior to the
implementation of the new system. It consisted of six sections:

* perceptions of the promotion, transfer and review systems
* involvement in the promotion, transfer and review systems
* personal knowledge

» feedback

* comments

* demographics.

The results of this survey (CJC 1998) indicated that the perceptions of the promotion and
transfer system held by police were generally negative.
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CHAPTER 1: INTRODUCTION

The survey was re-administered in 2000, with the addition of some questions regarding
the changes to the selection panel process, as well as the MDP and ADCs (see chapter 4).

Limitations of study

This study is limited to measuring officers’ perceptions of the promotion and transfer
systems. In any promotion system, there will always be many more unsuccessful applicants
than successful applicants. Many unsuccessful applicants may rationalise their lack of
success in gaining an appointment by alleging that the selection panel was biased or
incompetent. However, this would apply to both surveys equally, so that the results of the
surveys conducted in 1998 and 2000 can still provide a good comparison of changes in
attitudes over time.

It is not possible to determine to what extent the negative opinions on the surveys are the
result of legitimate grievances versus unfounded criticisms. Therefore, this report is limited
to describing the results of the Applicants Survey without making recommendations based
on these results. The survey has value in helping to ascertain whether there have been
any changes in attitudes over time, yet it would not be appropriate to use the survey
information on its own to guide decision-making regarding the promotion and transfer
system. More objective information would need to be included for this purpose.

Structure of report

This report presents the findings of the 2000 survey under the following headings:
* Methodology and sample characteristics

* Perceptions of the promotion, transfer and review systems

* Management Development Program and Assessment Development Centres

* Experiences of the promotion and transfer process

e Comments.
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2: Methodology and sample characteristics

Survey procedure

The sample frame consisted of a randomly generated group of officers across the State.
The data were collected by means of a computer-based survey utilising the QPS Bulletin
Board and email systems. Officers’ responses were automatically downloaded into a
secure database.

The officers selected were sent an email message from the Commissioner of Police,
endorsed by the presidents of the Queensland Police Union of Employees and the
Commissioned Officers Union. The email message requested officers to access the QPS
Bulletin Board and complete the questionnaire. Reminder messages were sent to all
officers in the sample 14 days following the initial message.

Sample selection and response rate

The initial email message was sent to officers on 8 May 2000, with the closing date for
receipt of responses being 5 June 2000 (four weeks later).

To ensure that the officers surveyed had had some experience with the QPS promotion
and transfer system, the sample was taken from officers with at least five years’ sworn
service (Constable pay point 5 and above). The sample construction included a random
selection of one in five male officers, one in two female officers of the rank of Sergeant
and above, and one in four female officers below the rank of Sergeant. Female officers
were over-sampled to ensure that there were sufficient females in the study to test for
possible gender differences in responses.

A total of 1,454 officers were sent the email; 695 responses were received. However,
only 644 of these responded ‘yes’ to the question as to whether or not they had received
a personal email requesting that they fill out the survey. This represents a response rate of
44.3 per cent, which was somewhat lower than the response rate in 1998. All 695
responses were retained (as per the procedures in 1998).

The survey included a question asking officers whether they had been involved in the
Promotion and Transfer system since 1 May 1998. This was the date when the new
procedures were implemented. Of the 695 respondents, only officers who responded
‘yes’ to this question were included in the final sample for analysis. This was comparable
to the procedures used in the 1998 report, where officers were only included in the
analysis if they had had some involvement with the promotion and transfer system since
January 1995. This left a total of 533 officers in the 2000 sample for analysis."

Characteristics of sample

Gender of respondents

There were substantially more male (84%) than female (16%) respondents, which broadly
reflects the overall gender composition of the QPS. Some officers declined to answer this
question.

1 The final dataset contains 15 cases where respondents either did not indicate length of service or indicated
that they had had less than five years’ experience as a sworn officer. This is due in part to the decision to
include respondents who had not received a personal email.
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CHAPTER 2: METHODOLOGY AND SAMPLE CHARACTERISTICS

Rank of respondents

The distribution of the rank of respondents is shown in figure 2.1. The majority of
respondents were either Senior Constables or Sergeants.

FI GURE 2.1: Rank of respondents —2000
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n=3531. Excludes 2 respondents who did not indicate rank.

Years sworn into QPS

Figure 2.2 shows the sample distribution according to years of service. As stated earlier,
only officers with at least five years’ service were targeted in the sample, however a
small number of officers with less that five years service have been included in the
analysis. More than half of the officers had been sworn in for 15 years or less.

FIGURE 22 Years sworn to @S —2000
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Note: n = 522. Excludes 11 respondents who did not provide years of service.

Level of education

Figure 2.3 shows that around 57 per cent of respondents had not attended university,
while 23 per cent had completed one or more degrees. The level of education is higher
than that in the 1998 sample, with 43 per cent of officers having attended some university
in this sample, compared to only 33 per cent in 1998.
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CHAPTER 2: METHODOLOGY AND SAMPLE CHARACTERISTICS

FI QURE 2.3: Level of educati on —2000

35

30

25

N
8

Per centage

o
&

10

SEC POST-SEC SOME UNI BACHELORS POST-GRAD
Level of education

Notes: SEC = secondary schooling
POST-SEC = completed post-secondary diploma, TAFE certificate or trade qualification
SOME UNI = attended some university, no degree
BACHELORS = completed Bachelors degree
POST-GRAD = completed postgraduate diploma or degree
n=1527. Excludes 6 respondents who did not indicate level of education.

Region of respondents

The number of respondents from each region is shown in table 2.1.

TABLE 2.1: Region of respondents —2000

Regi on Nb. %
Far Northern 51 96
Nort hern 37 69
CGntra 53 99
North Qast 56 105
Sout hern 54 10.1
South Eastern 51 96
Mtro North 64 120
Mtro South 37 69
Sate Ginme Qs 3 71
Qps Support 47 88
Qher HQfunctions 27 51
Ddnot indicateregon 18 34
Tad 533 100.0

Summary

The survey sample had the following characteristics:

* all of those in the final sample had had some experience with the promotion
and transfer system since May 1998

* most respondents were male
* most were Senior Constables or Sergeants
* more than half had less than 15 years’ service

* more than half had not attended university.
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3: Perceptions of the promotions, transfer
and review systems

Section A of the survey asked 30 questions designed to measure respondents’ perceptions
of the promotion, transfer and review systems of the QPS. The first 21 questions had
been asked in 1998, with the remainder being new questions. Each question contained a
statement to which officers responded on a five-point scale, ranging from strongly agree
to strongly disagree.

This chapter presents the survey findings from Section A by grouping the responses under
the following headings:

* fairness, consistency and bias
* selection panel policies and procedures

* review process.

Fairness, consistency and bias

Table 3.1 presents a summary of officers’ responses in 1998 and 2000 to five statements
concerning fairness, consistency and bias in the promotion system. Chi-square tests were
performed to test for differences between the two years.

The comparisons between 1998 and 2000 show that there has been some change in
attitudes in these two years. There were statistically significant differences in responses
to three of the statements. Specifically, officers in 2000 were less likely to agree that:

* there is bias towards appointing applicants from within the particular region that the
position is located (60% agreed in 2000 compared to 70% in 1998)

* the quality of selection decisions made by QPS panels needs significant
improvement (66% agreed in 2000 compared to 73% in 1998)

TABLE 3.1: Responses to statenents regardi ng fairness, consistency
and bi as —2000 (conpari sons w th 1998)

S at enent Agree/ D sagr ee 1998 2000 dSgnificant

% n=493 n=533 dff.

AL The @S pronotion and transfer Agree % 14 20 ns
systemis fair. Nei ther % 19 17
D sagree % 68 63

/. Thereis bias towards appoi nting Agree % 70 60 <0l
applicants fromwthinthe particu ar Nei ther % 18 26
regonthat thepositionislocated D sagree % 12 14

B Q@Sselection panel s are nostly Agree % 18 19 ns
consi stent intheir approach. Nei ther % 21 20
D sagree % 61 61

AL Oficers|ocated outsi de regi onal Agree % 10 17 <0l
headquarters have an equal chance Neither % 4 29
of gai ni ng appoi ntnents there. O sagree % 56 4

A. Thequaity of se ection decisions Agree % 73 66 <0l
nade by @S panel s needs Nei ther % 20 21
si gni fi cant i nprovenent . D sagree % 7 13

Note: The categories of ‘agree’ and ‘strongly agree’ have been combined for all tables presented in this
report. The same applies to ‘disagree’ and ‘strongly disagree’.
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Officers in 2000 were also more likely to agree that ‘officers located outside regional
headquarters have an equal chance of gaining appointments there’ (17% compared to
10%).

In response to the statement ‘The QPS promotion and transfer system is fair’, 20 per cent
of officers in 2000 agreed compared to 14 per cent in 1998. However, this difference
was not statistically significant. There were no significant differences between the two
years in responses to the statement ‘QPS selection panels are mostly consistent in their
approach’.

While the changes in some of these perceptions are a welcome result, the majority (one
half to two-thirds) of officers still had negative opinions regarding the fairness and
consistency of the promotion system.

Table 3.2 presents officers’ responses to five new statements regarding the fairness of the
selection process and the composition of the selection panels since May 1998.

In 1998, having independent members on selection panels was the most commonly cited
suggestion for improving the QPS promotion and transfer system. However, in 2000
officers were somewhat divided as to whether the new panels had improved fairness
and consistency.

Almost two-thirds (65%) of officers were in favour of the proposed use of permanent
panel conveners as a way of enhancing consistency and fairness in selection process.

TABLE 3.2: Responses to new statenents about conposition of
sel ection panel s: total sanpl e —2000

St at enent % Agr ee/ %Nei t her %D sagr ee/
Srongly agree Srongly
di sagree

A23. The conposi tion of the panel s
(i ndependent communi ty nenber,
pdiced ficr, pdiced ficer from
outside the region) hel ps to ensure
thesdectionprocessisvadidandfair. 36 21 43

A4, The use of apdice officer from
out si de the regi on does NI i nprove
thevadidty adfarness of sdection
pardl s. 51 23 26

A25. The incl usi on of an i ndependent
conmuni ty nenfer on sel ection
panel s is aninportant step tovard
preventing bi as i n the deci si on-naki ng
pr ocess. 42 16 42

A28, Having an external convener
onthe sel ection pand is aninportant
pat of prevertingbiasinthe
deci si on-naki ng process. 48 23 29

A30. The use of pernanent panel
conveners Wl enhance consi st ency
and fairness i n the sel ecti on process. 65 17 18

Note: The categories of ‘agree’ and ‘strongly agree’ have been combined. The same applies to ‘disagree’ and
‘strongly disagree’.
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CHAPTER 3: PERCEPTIONS OF THE PROMOTIONS, TRANSFER AND REVIEW SYSTEMS

Responses by success in gaining an appointment

Table 3.3 presents officers’ responses to statements about fairness and consistency according
to whether they had been successful in gaining an appointment since May 1998.

As this table shows, successful applicants were more likely to have positive views than
were unsuccessful applicants. However, even among successful applicants, a considerable
proportion expressed negative perceptions. For example, 51% of the successful applicants
disagreed with the statement that ‘The QPS promotion and transfer system is fair’.

TABLE 3.3: Responses to questions regarding fairness
by success in gai ni ng an appoi nt nent —2000 sanpl e

St at errent Agree/ D sagree Appoi nt nent No Sgnificant
% n=222 appoi nt ment dff.
n=225
AL The @S pronotion and transfer Agree % 27 10 < 001
systemis far. Nei ther % 22 12
D sagree % 51 78
/. Thereis bias towards appoi nting Agree % 57 66 ns
applicants fromwthinthe particu ar Nei ther % 27 23
regonthat thepositionis|ocated D sagree % 16 n
B @Sselection panel s are nostly Agree % 23 15 <0l
consi stent intheir approach. Nei ther % 23 14
O sagree % 54 71
Al Oficers|ocated outside regi ona Agree % 20 13 <05
headquarters have an equal chance Neither % 32 27
of gai ni ng appoi ntnents there. D sagree % 48 60
A. Thequaity of sdection decisions Agree % 57 Va4 < 001
nade by @QPS panel s needs Nei ther % 27 15
significant inprovenent. D sagree % 16 8
A23. The conposi ti on of the panel s Agree % 46 24 < 001
(i ndependent conmmuni ty nenber, Nei ther % 15 25
pdiced fior, pdiced ficer from D sagree % 39 51

outsi de the region) hel ps to ensure
thesdectionprocessisvdidandfair.

A4, The use of apdice officer from Agree % 45 58 <05
outsi de the region does NOI i nprove Neither % 26 21
thevaidtyadfarness of sdection D sagree % 29 20
pandl s.

A25. The incl usion of an i ndependent Agree % 46 4 <05
conmuni ty nenber on sel ection Nei ther % 15 20
panel s is aninportant step tovard D sagree % 39 46
preventing bi as i n the deci si on-naki ng
process.

A28. Having an external convener onthe  Agree % 50 46 ns
selectionpanel is aninportant part Nei ther % 21 25
o prevertinghbiasinthe D sagree % 29 29
deci si on- naki ng process.

A30. The use of pernanent panel Agree % 65 61 ns
conveners Wl | enhance consistency Neither % 17 19
and fairness inthe sel ection process. D sagree % 18 20

Note: The categories of ‘agree’ and ‘strongly agree’ have been combined for all tables presented in this
report. The same applies to ‘disagree” and ‘strongly disagree’.
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Responses by rank and gender

There was only one significant gender difference in the responses to the statements
regarding fairness, consistency and bias. Specifically, male officers were more likely to
agree that there is regional bias than were female officers (62% compared to 48%).

Table 3.4 shows that lower ranks perceived the QPS promotion and transfer system to be
less fair than did higher ranks. In particular, the majority (63%) of Inspectors and above
perceived the promotion system to be fair, whereas in the lower ranks, the majority of
officers did not believe that the system was fair. Officers of higher ranks have done well
in the promotion system and could, therefore, be expected to have more favourable
perceptions.

TABLE 3.4: Perception of fairness by rank —2000

St at erent Rank No. % % % d¢g
Agree Neither Disagree dff.
AL The (PS pronmotion and (onstabl e 61 16 13 71 < 001
transfer systemisfair. S Gonstabl e 186 13 18 69 < 001
Ser geant 176 14 18 68 < 001
Sr Sergeant 67 30 22 48 < 001
I nspector or above 40 63 10 27 < 001

Note: The categories of ‘agree’ and ‘strongly agree’ have been combined. The same applies to ‘disagree” and
‘strongly disagree’.

Table excludes one senior constable who declined to answer the question and two respondents who
did not provide their rank.

Responses by region

Table 3.5 presents the results of officers’ responses to the statements: ‘There is a bias
towards appointing applicants from within the particular region that the position is located’
and ‘Officers located outside of regional headquarters have an equal chance of gaining
appointments there’ by the region in which they were located. It should be noted that
respondents’ perceptions might have been based on experiences of applying for positions
in regions other than the region in which they were currently serving. Due to small
numbers in some of the cells chi-square tests were not performed.

In all areas except ‘other HQ functions’ a clear majority of respondents agreed with the
statement that there was a regional bias.

In all areas except ‘North Coast’, ‘other HQ functions’ and ‘State Crime Ops’ a majority
of officers also disagreed with the statement that ‘Officers located outside of regional
headquarters have an equal chance of gaining appointment there’.

Criminal Justice Commission: QUEENSLAND POLICE SERVICE PROMOTION AND TRANFER SYSTEM



CHAPTER 3: PERCEPTIONS OF THE PROMOTIONS, TRANSFER AND REVIEW SYSTEMS

TABLE 3.5: Perception of regional bias by regi on of respondent —2000

St at errent Regi on Nb. Agr ee Neither D sagree
% % %
A Thereis abias tovards Far Northern 51 74 14 12
appoi nting appli cants from Northern 37 54 38 8
wthinthepaticdar regon Gentrad 53 66 17 17
that thepositionislocated  North oast 56 54 29 18
Sout hern 54 57 22 20
South Eastern 51 57 27 16
Mtro North 64 69 27 5
Metro South 37 51 24 24
Sate Gine (os 38 66 24 10
s Support 47 57 30 13
Qher HQfuncti ons 27 41 37 22
M. Oficerslocated outside of  Far Northern 51 16 31 53
regional headquarters have Northern 37 22 24 54
an equal chance of gaining GContral 53 15 25 60
appoi ntnent s t here. North Goast 55 20 31 49
Sout hern 4 17 26 57
Sout h Eastern 51 8 33 59
Metro North 64 n A 55
Metro South 37 19 24 57
Sate Gine ps 38 26 32 412
os Suppor t 47 13 30 57
Qher HQfunctions 27 37 37 26

Selection policies and procedures

Table 3.6 presents a summary of officers’ responses in 1998 and 2000 to eleven statements
concerning QPS selection policies and procedures. There were no significant differences
between the years in responses to any of these statements.

The table shows that the majority of respondents in both years had negative perceptions
of QPS selection policies and procedures. In 2000, most respondents agreed with the
following negative statements:

* ltis difficult for officers to demonstrate their merit in the selection process (69%).
* Length of service should be given more emphasis in the assessment of merit (71%).

* Too much emphasis is placed on the interview process by QPS selection panels
(60%).

* An officer’s potential to perform a position is rarely given adequate consideration
during the selection process (67%).

* QFPS selection panels place too much weight on educational qualifications (57%).

Criminal Justice Commission: QUEENSLAND POLICE SERVICE PROMOTION AND TRANFER SYSTEM 15



CHAPTER 3: PERCEPTIONS OF THE PROMOTIONS, TRANSFER AND REVIEW SYSTEMS

TABLE 3.6: Responses to statenents regardi ng sel ection panel policies and
procedur es —2000 (conpari sons w th 1998)

16

St at enent Agree/ D sagr ee 1998 2000 S gnificant
% n=493 n=533 dff.

/. The procedures for @S sel ection Agree % 43 47 ns
panel s as set out inthe HHMPolicy  Neither % 36 4
and Procedures Minual are cl ear. D sagree % 20 19

£ Itisdfficdt far dficerstodenarstrate Agree % 71 69 ns
their nerit inthe sd ection process. Nei ther % 12 10

D sagree % 17 21

/8. Length of service shoul d be given Agree % 76 71 ns
nore enphasi s i n the assessnent Nei ther % 9 i
o rerit. D sagree % 15 18

. The pre-qualifying prograns for Agree % vivg 4 ns
progression to ranks are a positive Nei ther % 14 1
step. ! D sagree % 38 4

Al0. Too nuch enphasis is placed onthe Agree % 67 60 ns
interviewprocess by @PSselection Neither % 21 25
panel s. D sagree % 12 15

All Anof ficr 's patertia to performa Agree % 63 67 ns
positionis rarey g ven adequat e Nei ther % 18 21
consi deration during the sel ection D sagree % 14 12
process.

Al2. 9nce 1 My 1998, the Key Slection  Agree % 28 4 ns
Citeria chosen by the @S have Nei ther % 25 21
accurately refl ected the act ua D sagree % 47 45
requi renents for paice officer
positios. 2

Al3. S sel ection panel s pl ace too Agree % 55 57 ns
nuch wei ght on educat i onal Nei ther % 22 20
gdificaiaos. D sagree % 2 23

Al4. Referee checkingisinportant to Agree % 84 87 ns
establ i sh each of fica 'slevd of pest Nei ther % 7 7
per f or nance. D sagree % 9 6

Al5. Inpractice, @Sselection panels Agree % 33 31 ns
do nat cl osely adhere to the proper Nei ther % 51 47
processes as laid down in the D sagree % 16 22
legislationand HMpd i ci es.

A1 Al @Sofficersshoudbeprovided Agree % 84 79 ns
wthfornalisedtraininginapplying Nei ther % 9 1
for positiams. D sagree % 7 10

Notes: 1 In 1998, this statement was: ‘The pre-qualifying programs as currently proposed for progression ...’

2 In 1998, this statement was: ‘Since 1 January 1995 ...’
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Table 3.7 summarises responses to three new statements regarding selection panel policies
and procedures. Most officers disagreed with the following statements:

* Applicants are provided with sufficient information on how to apply for positions
(61%).

* The independent community members who form part of the panel are fully aware
of the position being considered (62%).

Opinions were divided as to whether generic appointment to rank was the most appropriate
system, with a third (31%) of the officers neither agreeing or disagreeing, 42 per cent
disagreeing and 28 per cent agreeing.

TABLE 3.7: Responses to NEWSstatenents regardi ng sel ecti on panel
policies and procedures: total sanpl e —2000

S at enent % Agr ee/ %Nei t her %D sagr ee/
Srongly agree Srongly
di sagree

A2 Aplicants are provided wth suf fidet
infornation on howto appy for positions. 27 12 61

A26. The i ndependent cormuni ty nenbers who
formpart of thepanedl arefuly avare of the
posi ti on bei ng consi der ed. 10 28 62

A27. The generic appointnent to rank i s the nost
sui tabl e pronoti on systemfor the @S 28 31 42

Responses by success in gaining an appointment

Table 3.8 presents responses to statements regarding selection panel policies and
procedures according to whether the respondent had been successful in gaining an
appointment. This table shows that for 8 out of 14 statements there were significant
differences between officers who had, and had not, been successful in gaining an
appointment. This was particularly so for the following statements:

* ltis difficult for officers to demonstrate their merit in the selection process (81% of
unsuccessful applicants agreed compared to 58% of successful applicants).

* An officer’s potential to perform a position is rarely given adequate consideration
during the selection process (78% of unsuccessful applicants agreed compared to
58% of successful applicants). However, even among successful officers, a
considerable proportion held negative perceptions.
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TABLE 3.8: Responses to statenents regardi ng sel ection panel policies and
procedur es by success in gai ni ng an appoi nt nent —2000 sanpl e

St at enent Agree/ D sagree  Appoi nt nent No S gni ficant
% n=222 appoi nt ment dff.
n=225

/. The procedures for @S sel ection Agree % 50 45 ns
panel s as set out inthe HVPolicy  Neither % 35 4
and Procedures Manual are cl ear . D sagree % 15 21

. Itisdffialt fa dficasto Agree % 58 81 <. 001
denonstrate their nerit inthe Nei ther % 10 8
sel ecti on process. D sagree % 32 12

/8. Length of service shoul d be given Agree % 63 Va4 <01
nore enphasi s i n the assessnent Nei ther % 13 10
o rerit. D sagree % 24 13

. The pre-qualifying prograns for Agree % 45 43 ns
progression to ranks are a positive Nei ther % 12 10
step D sagree % 43 47

Al0. Too nuch enphasi s is pl aced on Agree % 51 66 <. 001
the intervi ewprocess by @S Nei ther % 28 24
sel ection pandl s. D sagree % 21 9

All A of fiex 's patertid toperforma Agree % 58 78 < 001
positionis rarely g ven adequat e Nei ther % 24 14
consi deration during the sel ection D sagree % 18 8
pr ocess.

A2, 9nce 1 My 1998, the Key Selection  Agree % 11 30 <05
Qiteria chosen by the @S have Nei ther % 19 20
accuratey refl ected the actual D sagree % 40 50
requi renents for paice officer
posi ti ars.

Al3. S sel ection panel s pl ace too Agree % 49 60 <01
nuch wei ght on educat i onal Nei ther % 22 22
gdificaiaos. D sagree % 30 17

Al4. Referee checkingisinportant to Agree % 0 84 ns
establ i sh each of ficzy 'sled o Nei ther % 6 9
past perf or mance. D sagree % 4 7

Al5. Inpractice, @Sselection panels Agree % 25 39 <. 001
do not closely adhere to the proper Nei ther % 48 48
processes as laid down inthe D sagree % 27 13
legislationand HRMpd i ci es.

A1 Al @Sofficersshoudbeprovided Agree % 77 77 ns
wthfornalisedtrannginapdying Nei ther % 13 10
for positias. D sagree % 10 13

A2 Applicants are provided wth Agree % 30 25 ns
sufficient infornati on on howto Nei ther % 10 12
gy for positios. D sagree % 60 63

A26. The i ndependent community Agree % 13 6 <01
nener s who formpart of the panel Neither % 31 21
arefuly avare of the position be ng D sagree % 57 72
consi der ed.

A27. The generic appoi ntnent torank is Agree % 28 28 ns
the nost suitabl e pronotion system Neither % 30 32
for the @S D sagree % 42 40
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Responses by level of education

Table 3.9 shows that officers with lower levels of education were significantly more likely
to agree that QPS selection panels place too much emphasis on educational qualifications.

TABLE 3.9: Perception of the appropriateness of sel ection panel s’
enphasi s on education by | evel of educati on —2000

S at enent Educat i on Nb. % % % S0
Agree Neither Disagree dff.
Al3. @PSselection panels  Secondary 136 74 19 7 < 001
pl ace too nuch wei ght  Post - secondary 166 63 21 16 < 001
on educat i onal Sone uni versity (no degree) 103 58 21 20 < 001
qgdificaias. Bachel or ’s degree 73 15 23 62 < 001
Post graduat e degree 49 39 16 45 < 001

Responses by rank and gender

There were no differences between males and females in responses to the statement ‘In
practice QPS selection panels do not closely adhere to the proper processes as laid down
in the legislation and HRM policies’.

However, there were significant differences to this statement by rank. The higher the
rank, the more likely officers were to disagree with this statement. The 1998 data showed
the same pattern. This result may be due to the higher ranks being more familiar with
selection panels procedures, as officers of higher ranks are more likely to have sat on
selection panels themselves. Another explanation may be that these officers have benefited
from the promotion system, as mentioned earlier.

TABLE 3.10: Responses to statenent Al5 by rank —2000

St at errent Rank No. % % % Sg
Agree Neither Disagree dff.
Al5. Inpractice, @PSseection onst abl e 61 21 71 8 < 001
panel s do not closely adhere S Qonstabl e 187 30 55 15 < 001
to the proper processes Ser geant 176 42 39 19 < 001
asladdominthe r Sergeant 67 25 30 45 < 001
legislation and HRM Inspector or above 40 18 35 418 <001
pdides.
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Review process

Table 3.17 shows how officers responded in 1998 and 2000 to statements regarding the
review process. There were no significant differences between the two samples. A large
proportion of respondents neither agreed nor disagreed with these statements. This may
be due to respondents’ lack of first-hand experience with the review process.

TABLE 311: Perceptions of review process —conpari sons
bet ween 1998 and 2000 (total sanpl e)

St at enent Agree/ D sagr ee 1998 2000 S gni ficant
% n=493 n=533 dff.

Al6. The different Gonmassi oners for Agree 20 20 ns
Poli ce Service Reviews are N ther 62 63
gererd ly comsistert inther D sagree 18 16
recomendat i ons.

AL7. Gormissioners for Police Service Agree 18 21 ns
Revi ews nake their N&i ther 68 63
recomnmendat i ons on unreliabl e O sagree 15 16
i nfornation.

Al8. Applicants who denonstrate a Agree 13 14 ns
genui ne grievance will usua 'y get Nei ther 58 55
a favourabl e recoomendati on from DO sagree 29 31
t he Revi ew Gonmi ssi oner .

Al9. The reviewprocess is confusing and Agree 58 54 ns
dfficdt touderstand N&i t her 26 27

D sagree 17 19

A0. Thereviewprocess treats a| officers Agree 17 17 ns

farly. N&i ther 46 45
D sagree 36 338

A0, Aplicatswioarenat intidly short Agree NA 13
listedfor apositionaenwelikdyto Nether NA 48
be successful at revi ewwhen D sagree NA 39
conpared to appl i cants who were
inervieved

Note: * This question was not asked in 1998.
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Table 3.12 presents the results by whether officers had been involved in the review
process or not. There were significant differences in the responses to all statements.
Officers who had been involved in the process expressed stronger opinions (both positive
and negative) than officers who had not been involved in the process.

TABLE 3.12: Perceptions of review process —conpari sons between officers
i nvol ved and not invol ved i n the review process —2000

S at enent Agree/ D sagr ee Invol ved Not invol ved 9 gni fi cant
% n=97 n=264 dff.
Al6. The different Gonmassioners for Agree 26 18 <01
Police Service Reviews are general ly  Neither 50 68
consi stent intheir recoomendati ons. D sagree 24 14
Al7. Gormissioners for Police Service Agree 4 16 < 001
Revi ews nake their N t her 44 69
reconmendat i ons on unrel i abl e O sagree 22 14
infornati on
AI8. Applicants who denonstrate a Agree 20 12 < 001
genui ne grievance will usual ly get a Nei ther 37 64
favourabl e recormendat i on from O sagree 43 25
t he Revi ew Gormi ssi oner .
Al19. The revi ewprocess i s conf usi ng Agree 47 56 < 001
addfficdt tounderstand N ther 19 28
D sagree 4 16
A0. Thereviewprocess treats all officers Agree 27 14 < 001
farly. N t her 28 49
D sagree 45 37
A9, Aplicatswioarenat intiadly short Agree 21 10 <0l
listedfor apositionarenorelikdy Nei t her 36 51
to be successful at revi ewwhen D sagree 43 39
conpar ed to appl i cants who were
interviened
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Table 3.13 shows the responses of involved officers by whether they had been involved
as an applicant or an appointee. It was not possible to perform chi-square tests, as the
numbers in some cells were too small. As would be expected, applicants for review had
more negative views about the process than did appointees.

TABLE 3.13: Perceptions of revi ew process —conpari sons between revi ew
appl i cant s and appoi nt ees —2000

S at enent Agree/ Di sagree  Appl i cant Appoi nt ee
% only only
n=23 n=47
Al6. The different Gonmassioners for Agree 22 28
Pol i ce Service Reviews are general |y Nei t her 61 57
consistent intheir reconmendati ons. D sagree 17 15
Al7. Gormissioners for Police Service Agree 47 17
Revi ews nake thei r Nei t her 45 53
recommendat i ons on unreliabl e D sagree 14 30

infornati on

AI8. Applicants who denonstrate a Agree 9 32
genui ne grievance will usud |y get Nei ther 39 45
a favour abl e reconmendat i on from D sagree 52 23

t he Revi ew CGonmi ssi oner .

Al19. The revi ewprocess i s conf usi ng Agree 48 43
addfficut tounderstand Nl ther 26 15

D sagree 26 43

A20. The reviewprocess treats all Agree 13 43
d fioasfarly. Nl ther 35 32

O sagree 52 26

A9, Adicatsvwoaendt intidly Agree 13 21
short-listedfar apositionare Nei t her 14 32
nore likely to be successful at D sagree 14 a7

revi ew when conpared to
appl i cants who were i ntervi eved.
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Summary

Overall, respondents to the 2000 Applicants Survey still held generally negative
perceptions of the promotion, transfer and review system. However, comparisons
between 1998 and 2000 data show that there was a statistically significant decrease
in the number of officers agreeing with the following statements:
* There is bias towards appointing applicants from within the particular
region that the position is located.

* The quality of selection decisions made by QPS panels needs significant
improvement.

There was also a statistically significant increase in the number of officers agreeing
with the statement:

* Officers located outside regional headquarters have an equal chance of
gaining appointments there.

There were no changes between 1998 and 2000 in responses to any of the
statements regarding selection policies and procedures, and the review system.

Responses regarding the composition of the new selection panels were mixed. In
1998, having independent members on selection panels was the top suggestion
for improving the QPS promotion and transfer system. However, in 2000, officers
were generally divided on their opinions of the efficacy of the composition of the
selection panels in improving fairness and consistency. As well, most officers did
not think that the community members were fully aware of the position being
considered.

Almost two-thirds of officers (65%) were in favour of the proposal to have a pool
of specially trained full-time selection panel conveners.

There were essentially no differences in responses by gender. Officers of higher
rank had more positive perceptions of the fairness of the promotion and transfer
system than lower ranked officers.

As would be expected, officers who had been successful in gaining an appointment
had more positive views than unsuccessful officers. However, even among successful
officers negative perceptions were common.
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4: Management Development Program and
Assessment Development Centres

Management Development Program

The MDP is an educational course to develop officers to perform the duties of higher
ranks. The program has three levels, for Senior Constables, Sergeants, and Senior Sergeants.
Each particular level is designed to prepare officers for the next rank. The MDP is done in
the officer’s own time.

The survey asked all officers to indicate their level of agreement with four statements
regarding the MDP. The results are presented in table 4.1. The majority of officers expressed
negative opinions on all statements regarding the MDP. That is, officers did not believe
the MDP to be an appropriate prerequisite for promotion, nor to provide the training
necessary for the duties of higher ranks or corporate and management duties.

TABLE 4.1: Responses to Managenent Devel opnent Programstatenents
(total sanpl €) —2000

S at enent % Agr ee/ %Nei t her %0 sagr ee/
strongly agree strongly di sagree

EL The requirenent to conpl ete the
Managenent Devel opnent Programis an
aporopriate prerequisite for pronation. 29 9 62

E2  The Managerent Devel oprent Program
provi des the trai ning necessary to prepare
an officer for higher rarks. 15 13 72

E3. The Managenent Devel opnent Programis
acriticd stepinpreparing dficersto
undert ake cor porat e and nanagenent duti es. 21 17 62

E.  Qonpl etion of the Minagenent Devel opnent
Programshoul d not be a prerequisite for
pronationif an officer can showsuitability
through other work experi ence and/ or studi es. 79 7 14
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Table 4.2 presents the results of responses to these statements by whether officers had
been involved in the MDP or not. There were no consistent differences between officers
who had been involved in the MDP and officers who had not been involved.

TABLE 4.2: Responses to Managerent Devel oprent Program by i nvol venent
in the MDP —2000

S at enent Agree/ D sagr ee Invol ved Not invol ved 9 gni fi cant
% n=432 n=98 dff.

EL The requi renent to conpl ete the Agree % 32 20 <05
Managerent Devel oprent Nei ther % 8 n
Programis an appropriate O sagree % 60 69
prerequisite for pronation

B2 The Managenent Devel opnent Agree % 16 12 <05
Programprovi des the training Nei ther % n 22
necessary to prepare an of fi cer D sagree % 73 66
for higher rarks.

B3. The Managenent Devel opnent Agree % 21 21 ns
Fogamisacriticd stepin Nei ther % 15 25
preparing of ficers to undert ake D sagree % 64 4
cor por at e and nanagenent
duies.

E.  Qonpl etion of the Managenent Agree % 78 83 ns
Devel opnent Programshoul d Nei ther % 7 8
not beaprerequisite for D sagree % 15 9

pronotionif an officer can show
suitab lity through aother work
experi ence and/ or studi es.
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Table 4.3 presents the results of responses to MDP statements by rank. Higher ranks
(Senior Sergeant or higher, and in particular Inspectors and higher) gave considerably
more positive responses to all MDP statements. For example, 70 per cent of Inspectors or
higher thought that the MDP was an appropriate prerequisite for promotion compared to
around 20 per cent of officers of the rank of Sergeant or lower. Senior Sergeants were in-
between, with a 52 per cent agreement rate.

It is important to note that the MDP is designed to prepare officers for duties at the next
rank. The program is not designed to provide skills for officers at their existing rank. Many
officers may not be aware of this, which may contribute to the strong negative perceptions.

TABLE 4. 3: Responses to MDP statenents by rank —2000

St at ement Rank Nb. % % % S¢g
Agree Neither Disagree dff.

EL The requirenent to onst abl e 61 18 13 69 < 001
conpl ete the Managenent S Gonstabl e 186 24 9 63
Devel opnent Program Ser geant 174 22 9 69
isanappropriate Sr Sergeant 66 52 6 42
prerequisite for I nspector or above 40 70 8 23
pronot i on.

E2. The Managerent onst abl e 60 13 15 72 < 001
Devel opnent Program Senior onstabl e 186 9 1 80
provides thetranng Ser geant 174 13 7 80
necessary to prepare an Seni or Sergeant 67 28 19 52
officer for higher rarks. I nspector or above 40 35 33 28

BE3. The Managenent onst abl e 60 15 25 60 < 001
Devel opnent Programi s Senior onstabl e 187 13 17 70
aciticd stepin Ser geant 174 18 14 63
preparing officers to Seni or Sergeant 66 33 17 50
under t ake cor por at e and I nspector or above 40 55 23 23
nmanagenent duti es.

E. Qonpl etion of the onst abl e 60 85 5 10 <0l
Managenent Devel opment  Senior Gonstabl e 187 82 5 12
Programshoul d not be a Ser geant 174 82 6 12
prerequisite for pronationif  Senior Sergeant 66 67 11 23
an of ficer can show I nspector or above 40 55 18 28

sutadlity through other
vork experi ence and/ or st udi es.

Note: Chi-square anal yses for statenents EL and E4 were conducted wthout the ‘neither ' category, asin
these cases there vere i nsufficient nunbers to a | owanal ysis.

Criminal Justice Commission: QUEENSLAND POLICE SERVICE PROMOTION AND TRANSFER SYSTEM



CHAPTER 4: MANAGEMENT DEVELOPMENT PROGRAM AND ASSESSMENT DEVELOPMENT CENTRES

Assessment Development Centres

These centres are a prerequisite for promotion to Inspector. ADCs consist of group and
individual exercises held over a three-day period, where trained assessors observe and
record candidates’ performances. Assessors meet to evaluate and discuss candidates.

Table 4.4 summarises the responses of officers of the rank of Senior Sergeants, or higher,
to five statements concerning ADCs.

More than half of the officers agreed with the following positive statements:

* The requirement to complete an ADC is an appropriate prerequisite for promotion
to Inspector (54%)

* Identification of training needs through the ADC is a good way of identifying areas
for improvement before promotion (59%).

However, half of the officers also agreed that ‘The ADC does not fully identify the
knowledge, skills and abilities necessary to become a senior officer of the QPS’ (53%).

Opinions were divided on the following statements:

* The ADC is a reliable and fair system for assessing officers prior to being considered
for promotion to Inspector (34% agreed, 43% disagreed)

* Although the ADC is appropriate for identifying training needs, it should not be a
prerequisite for promotion to Inspector (43% agreed, 38% disagreed).

TABLE 4.4: Responses to Assessnent Devel opnent Centres
statements —Seni or Sergeants or hi gher (n=107) —2000

S at enent % Agr ee/ %NEei t her %0 sagr ee/
strongly agree strongly di sagree

BE5.  The requirenent to conpl ete an Assessment
Devel opnent Gentre is an appropriate
prerequisite for pronotionto Inspector. 54 19 27

B6. ldetificationd trainngneeds throughthe
Assessnent Devel opnent CGentre i s a good
vay of identifying areas for i nprovenent before
pronoti on. 59 13 28

E/. The Assessnent Devel opnent Gentre does
not fulyidentify the knowedge, skills ad
abilities necessary to becone a seni or
o ficer of the @S 53 33 14

BB. The Assessnent Devel opnent Gentreis a
reliabeandfair systemfor assessing
officers prior to bei ng consi dered for pronoti on
to I nspector. A 23 43

B9. Athough the Assessnent Devel opnent Centre
isgproriaefa idetifyingtranngneeds, it
should not be aprerequisite for pronationto
I nspector . 43 19 38

Criminal Justice Commission: QUEENSLAND POLICE SERVICE PROMOTION AND TRANSFER SYSTEM 27



CHAPTER 4: MANAGEMENT DEVELOPMENT PROGRAM AND ASSESSMENT DEVELOPMENT CENTRES

Table 4.5 presents responses to the ADC statements by whether officers had attended an
ADC or not. There were insufficient numbers to allow for statistical analysis. However,
involved officers appeared generally to have more positive opinions than non-involved
officers.

TABLE 4.5: Responses to Assessnent Devel opment Centre by
i nvol venent in ADCs —Seni or Sergeants or hi gher —2000

St at erent Agr ee/ I nvol ved Not i nvol ved
D sagree % n=26 n=81

E5. The requirenent to conpl ete an Assessment Agree % 65 51
Devel opnent Centre is an appropriate Nei ther % 12 21
prerequisite for pronationto I nspector. D sagree % 23 28

E6. Idetificationof trainingneeds throughthe Agree % 62 58
Assessnent Devel opnent CGentre is a good Neither % 4 16
vay of identifying areas for i nprovenent D sagree % 35 26
bef ore pronati on.

E7.  The Assessnent Devel opnent Gentre does Agree % 58 52
not fulyidetifythe knodedge, skills ad Nei ther % 19 37
abilities necessary to becone a seni or D sagree % 23 1
officer of the @S

EB. The Assessnent Devel opnent CGentreis a Agree % 52 28
reliableand fair systemfor assessing Nei ther % 16 25
officers prior tobeing considered for D sagree % 32 a7
pronotion to I nspector.

BE.  Athough the Assessnent Devel opnent Agree % 31 a7
CGrireisgyroxiaefor identifyingtranng Nei ther % 12 21
needs, it shoudnat beaprerequisite for D sagree % 58 32
pronotion to I nspector.

Summary

Most officers in the sample had a poor opinion of the MDP. While there was no
consistent pattern of differences between officers who had, and had not, been
involved in the program, officers of higher ranks tended to hold a better
opinion. Most Inspectors and above considered the program to be an
appropriate prerequisite for promotion.

Of officers of the rank of Senior Sergeant or higher, more than half agreed that
ADCs were appropriate prerequisites for promotion to Inspector and that the
centres provided a good way of identifying training needs prior to promotion.
However, ADCs were seen as not fully identifying the knowledge and skills
necessary to become a senior officer.

Only 26 officers in the sample had participated in an ADC. These officers
appeared to have a more positive viewpoint than officers who had not
participated.
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5: Experiences of the promotion and
transfer process

Personal knowledge

Frequency of personal knowledge

Officers were asked whether, on their last job application, they had ever worked with a
member of the selection panel. Thirty-seven per cent of respondents indicated that they
had. As well, 60 per cent said that they had applied for a position since May 1998 where
they believed that another applicant had worked with a panel member.

Influence of personal knowledge

Respondents who had worked with a panel member were asked whether they believed
that this was an advantage or disadvantage to their application (see figure 5.1). Most
officers who responded stated that they believed this either had no influence (29%) on
the selection decision or they did not know (35%) if it had an effect. Only 19 per cent
thought that it had worked to their advantage. These results are similar to those in 1998.

Respondents were also asked whether they believed a panel member’s knowledge of
another applicant was to that applicant’s advantage, or disadvantage, or had no influence
(see figure 5.1). In this case, the majority (59%) of respondents felt that this knowledge
had worked in the other applicant’s favour. This is also comparable to the 1998 data.

These perceptions can easily lead to allegations of cronyism, even where unbiased selection
decisions were made.

Influence of regional member

Respondents who had applied for a job since May 1998 were asked whether they believed
that the external and independent panel members were unduly influenced by the regional
member on the selection panel. Of the 326 officers who answered this question, one-
third (33%) believed that the external and independent panel members were unduly
influenced, 50 per cent said that they did not know, and 17 per cent disagreed.

FI GURE 5.1: Panel nenbers’ previous personal know edge of applicants —
respondent s’ perceptions of influence on own application versus anot her 's —2000
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Feedback

Of those officers who had been unsuccessful at their last application (n=245), 60 per
cent said that they had sought feedback from a selection panel member. When asked
whether they were satisfied with the feedback received, two-thirds (66%) of respondents
who answered said that they were not. Respondents were also asked to indicate their
level of agreement with two statements concerning the timeliness and constructiveness
of feedback received (see table 5.1). Almost half of the respondents who answered this
question considered that the feedback they received was neither constructive nor timely.

Unsuccessful applicants who had not requested feedback were asked to comment on
why they had chosen not to seek feedback. Table 5.2 presents a summary of their
comments. Almost a quarter of respondents stated that there was no point in seeking
feedback or that they had no faith in the process, such as:

| considered it a waste of time. | have been in the job long enough to know if ‘they’” want you

your previous history doesn’t matter. If ‘they’ don’t want you it doesn’t matter how good you are,
‘they’ will find an excuse.

An additional 8 per cent specifically mentioned that they believed the successful applicant
had been chosen in advance of the selection process. Almost 20 per cent stated that they
had either received poor feedback in the past or had difficulty in contacting the convener
to get any feedback at all. Sixteen per cent commented on the fact that they had not yet
been advised of a decision from the selection panel. Some of these respondents had had
their interview quite some time ago (e.g. six weeks) and expressed considerable
dissatisfaction with the fact that they had not yet been contacted.

For example:

| didn’t even receive notice that | didn’t get the position. The other person that | knew who got
the position told me that he got it a week after the interview. If the panel can’t be bothered
informing me of the outcome of the interview why should | bother them. Obviously they have
more important things to do with their time and they wouldn’t want me to bother them with
asking for feedback.

TABLE 5. 1: Perceptions regardi ng feedback —2000

St at enent % Agr ee/ %Nei t her %D sagr ee/
strongly agree strongly di sagree

Dib. The feedback | recei ved vas tinely. 33 21 46

Dic. The feedback | recei ved was constructi ve. 26 24 49

TABLE 5. 2: Uhsuccessful applicants’ nain reasons for not seeking feedback —2000

Reasons for not seeking f eedback %

(n=89)

No point/no faithin sel ection process 22
Nt yet advised of resut dficdly 16
Recei ved sub- st andar d/ i nconsi stent f eedback i n past 9
Dfficulty contacti ng convener/convener did not respond 9
Not necessary/ accept ed deci si on 9
Bel i eved that position had been deci ded i n advance 8
Q rcunst ances al tered such that no | onger necessary 8
Wt hdrew appl i cation 4
D d not have necessary pre-qualifications (e.g. MP 3
Qher u
Tad 100
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Respondents were also asked how the provision of feedback could be improved. Table 5.3
summarises the comments received. More than a third of all respondents stated that
feedback needed to be more specific (28%) or honest (10%), so that officers could know
exactly where to improve. For example:

The very limited information provided was very vague and | could not be certain that the panel
convener was actually referring to me.

Feedback should be truthful, not what they think you want to hear or not trying to make an
applicant feel better. Feedback should include why the applicant was not graded higher in better
detail.

An additional 10 per cent of respondents stated that their greatest concern was being
able to obtain any feedback at all and some suggested that feedback be made mandatory
to ensure it is provided. Time delays were a concern for 13 per cent of the officers.

Giving feedback presents an opportunity to explain aspects of the selection decision to
unsuccessful applicants. If this were to be done well, it has the potential to significantly
minimise perceptions of unfairness and bias by the unsuccessful applicants. Of course it
will never be possible to completely eliminate perceptions of bias. However, clear detailed
explanations of how selection decisions were reached may be of great benefit in this
area. As well, if panel members are aware that they will be required to provide detailed
feedback from the outset, this may help them to structure their decision-making
appropriately to ensure the best result.

Therefore, more emphasis could be placed on the provision of detailed, constructive
feedback for applicants. Panel members may benefit from more specific training in this
area. Feedback should also be provided in a timely manner so that applicants are not left
‘in limbo’ with the resulting feelings of disenchantment with the system.

As one officer put it:

If feedback was timely, honest, and constructive, reviews would be basically nonexistent.

TABLE 5.3: Miin suggestions for inproving feedback —2000

Suggest i ons %
(n=137)

Provi ders be nore specific as to where appli cant coul d i nprove 28
Feedback be provi ded faster 13
Mre frank/ honest i n feedback 10
Mke it nandatory/ensure that it is given 10

| nprove consi stency frompanel to panel

Not nake up feedback totry tojustify a bad sel ection deci si on

Mre training for providers

Feedback in witing

Mr e posi ti ve/ constructi ve

Happy w t h feedback recei ved

Qher

Tad 10

ONwhrprpoo
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Summary

Many respondents (37%) had worked with a panel member on their last job
application or who knew of other applicants who had worked with a panel
member (60%). Respondents did not generally believe that knowing a panel
member themselves helped their application; however, they did believe that
other applicants who had worked with a panel member were advantaged
(59%).

The majority of officers (60%) sought feedback on their applications, but most of
these (66%) were not satisfied with the feedback received. Their main criticisms
were the lack of detail in their feedback, the length of time taken to obtain
feedback, and the inability sometimes to obtain feedback at all.
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6: Comments

Survey recipients were asked to respond to the following three open-ended questions.

What do you see as the major problems, if any, with the current QPS promotions,
transfer and review systems?

In which ways, if at all, could the selection panel process currently employed by the
QPS be improved?

In which ways, if at all, could the review process be improved?

What are the major problems with the current QPS promotion,
transfer and review systems?

Four hundred and thirty-eight officers responded to this question. The top three problems
listed by each respondent were coded. Responses are shown in table 6.1. The six most
common problems were:

cronyism/corruption/bias

problems with the MDP and other pre-qualifying programs
lack of recognition of length of service/experience

time delays

inconsistencies among panels

lack of emphasis on work performance.

TABLE 6.1: Problens identified wth the @S pronotion, transfer and
revi ew syst ens —2000

Type of probl emidentified Nb. Total %of respondents

who identified probl em
intheir top three (n= 4398)

QG onyi smicorrupti on/ bi as 128 2.2
Probl ens with pre-qual i fying prograns (MP, (CP) 121 27.6
No recognition of Iength of servi cel experi ence 62 14.2
el ays 61 139
I nconsi st enci es anong sel ecti on panel s 60 137
Lack of enphasi s on work perfornance 55 126
| nappr opri at e enphasi s on acadenic qual i fications 31 71
Probl ens with revi ew process 28 64
Regi onal bi as 27 62
Inappropriate reliance oninterview 25 57
Systemf avours peopl e who can sel | thensel ves with

résung or interview 21 48
Systemfavours non-operational police 20 46
Probl ens wth panel conposition 19 43
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Cronyism/corruption/bias

The most commonly mentioned problem was cronyism and bias of the selection panel.
Twenty-nine per cent of respondents mentioned this as a problem. Some typical responses
were:

The problem with promotion is that it is decided by persons who either know one or some of the
applicants and therefore can’t help but be subjective, display bias, and demonstrate nepotism
towards those they know.

Jobs for the boys is more popular now than it’s ever been. If you know the panel members then
you're laughing all the way. But if you don’t know them then you're in trouble. Merit rarely
comes into it if you ask me.

Problems with MDP and other pre-qualifying programs

A similar proportion of respondents (28%) criticised the MDP and other pre-qualifying
programs. A large number of these officers said that they thought the MDP was irrelevant
to the work that they did. Many officers had the perception that the MDP favoured non-
operational officers who were able to complete assignments during work time, whereas
officers who were on the street had to do MDP work in their own time, which took a
considerable toll on their family lives. Some officers with academic qualifications also
commented that there should be more exemptions from the MDP, as there seemed to be
no point to having studied for the degrees that they had. For example:

MDP has no significant benefit to operational policing. It is a complete academic exercise in
writing essays to fulfil an academic program which does not prepare an officer on the street.

Some operational officers are too busy working to complete MDP. Administrative officers are
using their own and departmental time to complete MDP, thus achieving promotion over more
worthy operational officers.

Lack of recognition of length of service/experience

Fourteen per cent of respondents mentioned lack of recognition for length of service/
experience as a major problem. For example:

The system does not identify or acknowledge the years of service, the expertise or knowledge of
an officer who has been working in a particular field for an extended period of time. The system
places too much emphasis on the academic skills of a person rather than the ability to do the job
competently.

The main problem with the current system is that length of service is not considered as an integral
apart of the selection process. It is almost as if panels are afraid to take it into consideration. It
should be a reflection of experience, and as such, assessable.

More consideration should be given to experience/length of service than to tertiary qualifications.

Delays
The time taken to finalise positions was of concern to 14 per cent of respondents.

The time to obtain a decision in relation to promotion, including review, can and does take over
12 months. This is not acceptable.

The process is very slow — by the time a panel convener is appointed and a panel is formed a
number of months seem to pass and the vacancy remains unfilled for very lengthy periods of
time.

Inconsistencies among panels

Fourteen per cent of respondents nominated inconsistencies among panels as a major
problem.

There seems to be inconsistency in being able to be short-listed. Whilst this doesn’t apply to me
personally, | have seen other officers submit the same résumé to approximately six different
positions and are only short-listed for a few positions. Where is the consistency?

Standards from one panel to the next differ greatly.
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Lack of emphasis on work performance

Lack of emphasis on actual work performance was nominated by 13 per cent of respondents
as a problem.

Far too much importance is placed on the résumé rather than work performance and
recommendations.

Past performance as determined in the workplace and work output are the best indicators of
officer performance.

You might be real good at doing your job and have plenty of experience and ability to perform
duties at a higher rank but if you cannot put it down well into words on an application form then
you stand no chance.

There was no change since 1998 in the percentage of officers listing cronyism/bias as a
problem with the QPS promotion and transfer system. In 1998, officers’ main concerns
were also lack of recognition of length of service, delays, inconsistencies between selection
panels and inappropriate emphasis on academic qualification.

Ways to improve QPS selection processes

Three hundred and forty-eight officers responded to the question asking in which ways
the selection panel process could be improved. The top three suggestions listed by each
respondent were coded. The results of the most frequent suggestions are summarised in
table 6.2. The most common suggestions for improvement were: having permanent central
panels, or at least panel conveners, putting more weight on work performance and
improving the selection panels’ competence, training and understanding of the jobs being
selected for.

For example:

The movement to permanent panels will go some considerable way towards forming a basis for
consistent selection and remove again any possibility for external influence of panel’s selections.

I think the centralised panel convener concept is excellent and quite a few years overdue.
More emphasis placed on the work performance of the applicant and the ability they show.
In 1998, the most common suggestion for improvement was to have independent panel

members. This effectively was implemented in May 1998 through the new panel
composition (independent community member, panel convener external to the region).

TABLE 6.2: Suggestions of howto inprove the sel ection panel processes —2000

Wys to i nprove sel ection panel processes Nb. %of respondents
who noninated the

suggest ed i nprovenent

intheir top three (n= 348)

Qntralised panel A 27.0
Gentral panel conveners 3 10.9
Mor e wei ght on work perf or mance 37 10.6
| nprove sel ection panel conpet ence/ trai ni ng/

under standi ng of j obs 29 83
Qher processes to reduce bias (e.g. general coments,

not all owpanel nenter who knows appl i cant) 28 80
Reduce ti ne taken i n process 25 72
Mke | ength of servi ce/ experience acriterion 23 66
Change sel ecti on panel conposition (e.g. no conmunity

nenioer , no regi onal nenfer) 23 66
| nprove consi stency anong panel s 21 60
Reduce enphasi s on i ntervi ew 16 46
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However, officers are still clearly not happy with the selection process. The second most
popular suggestion in 1998 was the use of central permanent panels. This is now at top of
the list of suggestions.

It is obvious that no promotion system will ever satisfy all officers. There will always be
many more unsuccessful than successful applicants for each job. However, what many
officers are saying is that they think panels can frequently be biased and frequently not
have enough training in how to go about making appropriate, consistent selection decisions.
Many officers want specially trained people who are dedicated to and competent at the
task of personnel selection. Permanent, specially trained, central panels, or at least central
panel conveners, are seen to provide the best way of meeting these needs.

As reported earlier (see chapter 3), 65 per cent of officers agreed with the statement:
‘The use of permanent panel conveners will enhance consistency and fairness in the
selection process.” The above suggestions for improvement further emphasise that this
proposal has the potential to increase perceptions of fairness.

Ways to improve the review process

One hundred and ninety-nine officers responded to the question asking them to specify
in which ways the review process could be improved. The top three suggestions listed by
each respondent were coded. A summary of the most common suggestions are shown in
table 6.3.

The most frequently suggested improvement was to decrease delays. The next most
commonly suggested improvements were to simplify reviews, prevent frivolous reviews
and to get rid of reviews altogether. Some officers suggested the payment of a bond to
attempt to eliminate frivolous reviews:

... Possible introduction of bond payment by review to eliminate half-baked insincere reviews,
refundable after commencement of review being conducted ...

Although not presented as a suggestion for improvement, numerous officers commented
on the fact that selection panel decisions are very rarely overturned.

The review process within the service has lost a great deal of credibility among its members. The
lack of applicants actually succeeding in reviews is a deterrent to officers who believe they may
have a genuine case worthy of review.

TABLE 6.3: Suggestions of howto inprove the revi ew syst em—2000

Wys to i nprove sel ection panel processes Nb. %of respondents
who nom nated the
suggest ed i npr ovenent
intheir top three (n=199)

Decrease tine del ays 40 2.1
Smplifyit/nakeit dearer 17 85
Prevent frivo ous appeal s 12 60
G ridd it dtogether 12 60
G ve nore authority/ power to Revi ew Gonmissi oners n 55
Have t he conmiissi oners exanine nore naterial /information 10 50
Expl ai n the process to appli cants nore 9 45
Have a panel not j ust one person 9 45
Not be i nfl uenced by @S 8 40
Rocess is KKthevay it is 9 45
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From my observations though, it appears that once a panel selection has been made then it is
almost impossible to be successful in the review process. It's common knowledge that the Review
Commissioners support the panel selection choice. This is apparent even when it is blatant that
an incompetent person is fulfilling the position.

A number of officers commented that reviews would be unnecessary if the selection panel process
were considered fair and competent, and that some officers review simply in order to get feedback
on their application.

If the selection process was improved then there would not be much need for the review system.

On many occasions the only reason for the review is so that the reviewer can obtain a copy of the
preferred applicant’s résumé. A system which allowed the reviewer to have immediate access to
the preferred applicant’s résumé might result in a reduction of reviews and less time for the
preferred applicant to wait for the all clear.

Once again this highlights the importance of giving specific, constructive feedback to
unsuccessful applicants. It also appears that some officers are not aware that the successful
applicant’s résumé is available to unsuccessful applicants, as outlined in the QPS Human
Resource Management Manual. It may be useful to have panel conveners remind applicants
of this.

Summary

The top six problems with the promotion and transfer system identified were:
* cronyism/bias
* problems with the MDP

* no recognition of length of service/experience

delays

* inconsistencies between panels

lack of emphasis on work performance.

The most frequent suggestions for improvement of the selection panel process
were to implement central panels or central panel conveners, and to place
more weight on work performance.

The most common suggestions on how to improve the review process were to
decrease delays and to make the process simpler.
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