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Personal stories and narratives
The Commission heard from current and former QPS members who shared their experiences and perspectives during the Review’s consultation phase. Many gave consent for their accounts to be published as short narratives or for their quotes to be used in this report.
To illustrate the experiences of people we spoke with, we present a selection of short narratives throughout this report. To protect the confidentiality of participants, pseudonyms are used and information has been deidentified.
Some quotes have been edited for deidentification purposes.
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Message from the Commissioner
[image: Scott McDougall, Queensland Human Rights Commissioner.]
The Queensland Police Service (QPS) is tasked with protecting all communities across the State – from Coolangatta to Saibai Island. Every day we hear about and see the challenging role police play in keeping people and communities safe. Police do this work day in, day out, often confronting very difficult situations, including crimes like domestic and family violence.
Recruiting and retaining a modern workforce equipped to protect all Queenslanders is not simple. The challenge is made harder by historical forces and systemic barriers that prevent QPS from drawing on the diversity and talent across our community.
In years past, law enforcement agencies valued attributes typically associated with traditional policing, involving the use of physical force. To this day attributes such as competitiveness, assertiveness, confidence and prioritising work over other commitments – traits more often modelled by white men than others in the community – are highly valued in QPS.
However, the nature of policing has changed considerably in recent decades. In 1990 Queensland Parliament sought to reflect the evolving role by changing the name of the Queensland Police Force to Queensland Police Service. QPS also changed its motto from ‘firmness with courtesy’ to ‘with honour we serve’. Yet the Service has continued to reflect a dominant male stereotype.
The impacts of this culture, including on community safety, were laid bare in A Call for Change – the landmark report of the Commission of Inquiry into Queensland Police Service responses to domestic and family violence. Judge Deborah Richards found ‘ample evidence’ of cultural issues within QPS that inhibit policing of domestic violence – including a culture where attitudes of misogyny, sexism and racism were allowed to flourish.
Our Strengthening the Service report marks the conclusion of stage one of a three-stage review into workplace equality in QPS recommended in A Call for Change. Already I have observed visible and promising signs of an organisation taking brave steps toward change. Commissioner Steve Gollschewski has shown strong support for the organisational change required to recruit and retain a more diverse workforce. Involvement with our Review from all levels of police demonstrates widespread recognition of the need for change.
A starting point to making inroads to any problem is first accepting, then reflecting on and learning from that problem. This Review has benefited from the clear findings of the Commission of Inquiry. We have therefore been able to focus our attention on systemic causes of workplace inequality within QPS, rather than making conclusions about the nature and extent of the problem. We know these issues are occurring. What we were interested in was why they are continuing and how they can be prevented from occurring in the future.
Change will not be easy, and leaders will need to continue to step up if they are to meet the challenges ahead, including resistance to change within QPS. This report makes a unique contribution in understanding the nature and location of resistance to measures that would improve workplace equality. This provides an opportunity for QPS to anticipate resistance when implementing recommendations and to harness episodes of resistance into opportunities for learning and cultural change.
This report also heralds a shift in the approach of the Commission in meeting its mandate to eliminate discrimination and sexual harassment. Recent amendments to Queensland’s anti-discrimination law have created a positive duty on Queensland agencies and businesses, including QPS, to take steps to prevent discrimination and harassment before it occurs. Under this new framework, the Commission will work with duty holders to support and achieve compliance. The methodology adopted in this QPS project reflects this collaborative approach to effecting meaningful organisational change.
Collaboration is a two-way street, and I am extremely grateful to senior leadership within QPS for their willingness to welcome the transparency a review of this nature can offer. I am particularly grateful to former Commissioner Katarina Carroll and current Commissioner Steve Gollschewski for their personal commitment to this work. I also thank acting Deputy Commissioner Mark Kelly, who served as the Commission’s contact point throughout the entire Review.
This Review has received invaluable guidance from our Advisory Panel members: Linda Williams, Thelma Schwartz, Kristen Hilton and Peter Forday, co-chaired by myself and the Police Commissioner. The Advisory Panel will continue to oversee the implementation and evaluation stages. I sincerely thank the panel for their generous contributions and their deep commitment to strengthening QPS. Their contribution is felt throughout this report.
The discipline of organisational psychology provided a critical lens for this Review, and we had the benefit of expert input from Professor Michelle Tuckey and Dr Yiqiong Li. I thank them both for their contributions.
I wish to express my deep gratitude to the team within the Commission who conducted this Review. Deputy Commissioner Jane Vasey led the Review from its outset, and this report is the product of her unyielding commitment to professional standards and the values of the Commission.
Lastly, and most importantly, I wish to acknowledge and thank all of the serving and former police officers who came forward to the Commission during the Review. Your experiences have shaped the report, and your bravery in coming forward reinforces the message my team so often heard – that you care deeply about your work and are committed to serving the State of Queensland.
I trust that we have made recommendations that will hasten the creation of a workplace environment where all communities in Queensland can be confident that they will be protected by QPS. I look forward to seeing QPS make that happen.
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Scott McDougall
Queensland Human Rights Commissioner

Message from the Queensland Police Commissioner
[image: Steve Gollschewski, Queensland Police Commissioner.]
My key focus as Commissioner of the Queensland Police Service is making our community safer and feeling safer, and better supporting our people and making them feel supported.
The two go hand in hand, and this report by the Queensland Human Rights Commission (QHRC) is an important step in the journey to future proof our organisation and enhance the service we provide to the community.
It is imperative that we meet community expectations and reflect the community we serve.
I acknowledge Commissioner Scott McDougall and his team at the QHRC for the collaborative manner in which they have approached this review.
I also thank the many members of QPS who provided their insights to the review by contributing to the survey, focus groups or other engagements coordinated by the QHRC.
It is integral that we learn from the lived experiences of our members when addressing issues of workplace equality.
Some of the information contained within this report is confronting. We must learn from this and build on the courage of those who contributed as we strive to become a more inclusive organisation.
I am committed to driving meaningful change within QPS, and this work will guide us in taking action.
This work will not happen in isolation but will progress in conjunction with a focus on transforming organisational culture and improving the wellbeing of our members.
I firmly believe that a more inclusive workforce will not only be better for our members but will ultimately set the organisation up to provide an enhanced service to the community.
I look forward to working with QPS members to progress these recommendations and drive a more inclusive culture that better reflects the community we serve.
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Steve Gollschewski APM
Queensland Police Commissioner

Message from the Advisory Panel
We are proud to have supported this Review and are confident that, if taken forward, it will lead to lasting change that strengthens the Queensland Police Service and improves policing in Queensland.
The Commission of Inquiry confirmed what many of those who have engaged or worked with QPS already knew: that workplace discrimination continues to afflict the organisation, directly impacting policing outcomes and corroding trust with the community.
The low numbers of women, First Nations and culturally diverse officers in the service is both a direct contributor to workplace discrimination and a consequence of it.
These challenges are not new and, sadly, they are not unique to QPS. Yet they must now be owned by QPS if the organisation is to meet the high standards the community expects of it.
We commend QPS for accepting the Commission of Inquiry’s recommendation and engaging the Commission to undertake this Review.
We agreed to assist the Review because we each believe that increasing diversity and inclusion is essential to ensuring that police protect all members of the community. We engaged in this process because we believe it has the potential to generate positive change within QPS and within our communities.
Our confidence has been raised by the way in which the Queensland Human Rights Commission has steered the Review and the way QPS has engaged with this process.
This report represents a distinct step forward in the methodology and approach to independent reviews concerning workplace equality. This includes a focus on understanding attitudes within the organisation towards measures to improve workplace equality and how resistant views may be harnessed in generating cultural change.
The Queensland Human Rights Commission has brought to the surface the complex, systemic drivers of discrimination in QPS, which make a compelling case for change. Its approach is grounded in robust evidence, and from this evidence it has built a vision for the pathway forward, outlined in the recommendations of this report.
We have also been encouraged by the increasing commitment shown by the Commissioner of Police and the QPS leadership to owning the issues and taking forward the reforms recommended.
The commitment of leadership will determine whether QPS succeeds in these efforts, and we hope and trust that their commitment continues to grow beyond the publication of this report. Change will not be easy, and all stakeholders need to support QPS to prioritise and advance these reforms as a critical part of QPS’s mission.
Queenslanders deserve a police service that represents and serves all members of the community, including police themselves.
Finally, we wish to acknowledge the expertise and commitment to this work of Commissioner Scott McDougall, Deputy Commissioner and Review Lead, Jane Vasey, and the excellent team at the Queensland Human Rights Commission.
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Cultural acknowledgement
We pay our respects to the Aboriginal and Torres Strait Islander ancestors of this land, their spirits and their legacy. The foundations laid by these ancestors – the First Nations peoples – give strength, inspiration and courage to current and future generations towards creating a better Queensland.
We pay our deepest respects to Elders past, present and emerging and their continuing connection to lands, waters and communities, and we acknowledge that sovereignty was never ceded.
As we reflect on the past and hope for the future, we walk together on a shared journey of reconciliation where all Queenslanders will be equal and the diversity of Aboriginal cultures and Torres Strait Islander cultures and communities across Queensland are fully recognised, respected and valued by all.
We also acknowledge the historical relationship between First Nations people and the Queensland Police Service.
We would like to give special acknowledgment to those First Nations people who willingly gave their time for this review – as well as to those who felt unable. We thank you for your leadership and bravery.


Acknowledgement to police
The Commission is deeply grateful to everyone who contributed to this Review.
As an independent human rights agency coming into a police service to do a review, we are outsiders looking in. To obtain the depth of insights required for real change, we relied on the bravery, generosity and commitment of individuals to come forward to tell us about their experiences and their ideas for change.
We thank all the QPS members who participated in this Review through confidential conversations, focus groups, site visits and our survey. The experiences and insights you shared were the basis for our recommendations and we hope that you see the breadth of those experiences reflected in this report. We also acknowledge the officers harmed by sexism and racism in QPS over time who felt unable to share their experiences.
We are grateful to the many QPS officers and staff who assisted us in the Review, including through responding to information requests, publicising the consultation process and assisting with our site visits.

Where to go if you need help
The Commission acknowledges that the material in this report may cause distress. 
There are support services available for those who need them, including the services 
outlined in Attachment A.


Glossary
Note on language
We know that language is important to our conversations about workplace equality. Words can reflect established power structures, enforce or disrupt myths, assumptions and attitudes, and shape whether someone’s experiences are validated or ignored.
Inappropriate use of language can have stigmatising and other harmful effects. It can amplify individual experiences of discrimination, and it can perpetuate myths, stigma, and negative social attitudes that in turn may influence subsequent forms of systemic discrimination.
The use of language therefore has particular significance for this Review.
We also recognise that the meaning of terminology changes over time. We carefully considered the words we use in this report. Our intention is to use respectful, contemporary language.
Key terms
	the Commission
	The Queensland Human Rights Commission, including the team within the Commission with responsibility for carrying out the Review.

	Commission of Inquiry
	Commission of Inquiry into Queensland Police Service responses to domestic and family violence.

	Culturally diverse police
	A person’s cultural background is the cultural/ethnic group(s) to which they feel they belong or identify. This background may be the same as that of their parents, grandparents or heritage, or it may be the country the person was born in or has spent a great amount of time in or feels more closely tied to.[endnoteRef:1] [1:  This definition is derived from ‘2023 APS Employee Census’, Australian Public Service Commission (Web Page) www.apsc.gov.au/sites/default/files/2023-08/2023%20APS%20Employee%20Census%20-%20questionnaire.pdf.] 


	Discrimination and experiences of discrimination 
	During the Review, participants we spoke with referred to situations they experienced or witnessed which may amount to unlawful discrimination or sexual harassment. We did not investigate or inquire into allegations, receive or test evidence, or make any findings about potential breaches of the Anti-Discrimination Act 1991 (Qld). Such an approach is not within the Commission’s jurisdiction and would be contrary to the purposes of this Review.
We use the word ‘discrimination’ in this report to describe the experiences conveyed to the Commission by participants during the Review, including sex and race discrimination and sexual harassment. Those experiences may not always amount to conduct that would be considered a contravention of the Anti-Discrimination Act.
We use the term ‘experiences of discrimination’ and not the words ‘conduct that may amount to unlawful discrimination’ or ‘alleged discrimination’. Our intention is not to imply that all experiences of discrimination described in the report would amount to unlawful conduct. At the same time, we do not imply that those experiences are not unlawful, or to minimise them in any way.
When discussing legal tests or thresholds, we have referred to discrimination within its legal meaning.

	First Nations peoples
	The words ‘First Nations’ and ‘Aboriginal and Torres Strait Islander’ are used interchangeably to refer to the Aboriginal and Torres Strait Islander peoples of Australia.
We understand that some Aboriginal and Torres Strait Islander people are not comfortable with some of these words. We only mean respect when we used these words.

	Participant
	Any person who participated in a confidential conversation or focus group during the Review’s consultation phase.

	Police from diverse backgrounds
	QPS members who identify as women and/or First Nations people and/or from culturally diverse backgrounds. The term also recognises any additional protected attributes they may have. For readability we also use the term ‘diverse police’ throughout.

	QPS members
	Current, previous and prospective police officers and police liaison officers. The term does not include other staff members as defined in the Police Service Administration Act 1990 (Qld), such as protective services officers or officers of the public service assigned to perform other duties in the police service.

	The Review
	The activities and actions outlined in Recommendation 12 of the Commission of Inquiry report which have been authorised by the Commission and QPS.

	Systemic discrimination
	Policies, practices, norms or patterns of behaviour that are part of the structures of an organisation and create or perpetuate disadvantage for people with a certain attribute or attributes.

	Workplace equality
	Conditions in which all employees, including prospective employees, can fully participate in the workplace and access equal rewards, resources and opportunities. Achievement of workplace equality involves the elimination of structural inequalities and discrimination, including through substantive measures to achieve fair outcomes for those with protected attributes. Increasing diversity and inclusion contributes to greater workplace equality.
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[bookmark: E]Executive summary
Our starting point
The 2022 Commission of Inquiry into Queensland Police Service responses to domestic and family violence (Commission of Inquiry) found that discrimination is occurring and impacting the entire culture of QPS. Given that finding, our Review did not focus on identifying the nature and prevalence of discrimination in Queensland Police Service (QPS). Rather, we sought to understand why discrimination is continuing and what is holding QPS back from workplace equality.
The Queensland Human Rights Commission (the Commission) set out to identify the positive steps QPS should take to be a more equal workplace in which women, First Nations, and culturally diverse police are valued and included.
We focused on the system, seeking to identify how the structures, processes, culture and other elements of QPS work together to create a higher risk of discrimination and what steps can be taken to change that situation.
This report sets out a vision of systemic change that will assist QPS in moving forward along the inclusion continuum towards becoming a truly inclusive organisation. Our recommendations aim to create the conditions that will allow QPS to improve workplace equality across the service, aligning the vision of systemic change with operational priorities and the changing context of policing.
Key messages
	The case for change is clear: workplace equality is an operational imperative
	For QPS to become a modern police service that reflects the Queensland community and keeps it safe, it needs to redefine core values and address systemic discrimination and inequality. Without change, QPS will not attract and retain the best talent or make the most of the valuable police already in its ranks.

	Systemic and cultural change is needed
	The issues QPS faces are systemic and deeply embedded in its culture, formed over a long history. They cannot be solved with discipline or quick fixes. Bold leadership is needed to correct the course, tackle difficult cultural issues and set QPS on a path to workplace equality.

	It is about protecting those who protect Queensland
	Women, First Nations and culturally diverse police need to be safe at work. QPS needs to do more to proactively address the drivers of discrimination in its workplaces. They also need to support and empower those who experience discrimination to avoid further harm.

	Diversity is a strength and needs to be a deliberate strategy
	Police from diverse backgrounds remain under-represented, especially in leadership. This will not change until QPS dismantles structural barriers to recruitment and career advancement and brings standards in line with modern policing practice. QPS should use positive measures to uplift diversity and recognise disadvantage and past discrimination.

	To become an employer of choice, QPS must embrace flexibility
	Modern workplaces are changing. Increasingly, employees expect flexibility. This is not simple in a 24/7, 365 days-a-year policing environment, but QPS must innovate and meet the challenge to achieve workplace equality. By providing greater flexibility, QPS will attract more police from diverse backgrounds, promote the health and wellbeing of officers and reduce attrition.




About the Review
Establishing this Review
This Review was established following a recommendation of the Commission of Inquiry that QPS engage the Commission to undertake a program of work aimed at increasing diversity and inclusion of QPS members.[endnoteRef:2] [2:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) recommendation 12.] 

In actioning this recommendation, the QPS leadership signalled their commitment to grappling with these issues to achieve meaningful change.
Scope and jurisdiction
The Review focused on the recruitment and retention of women, First Nations, and culturally diverse police.
As part of its statutory role and function, the Commission consults with organisations to assist them to prevent discrimination before it occurs. As this objective involves cultural change, often the best way to achieve our aim is by working closely with duty holders while maintaining our independence.
In working with QPS in this Review, we aimed to gain a deeper understanding of structural drivers of discrimination and identify systemic factors that will enable change. We undertook careful consultation to understand the operational environment and consulted with QPS on areas for change.
Governance
We established an Advisory Panel to provide expertise to the Review. The Advisory Panel was co-chaired by the Queensland Human Rights Commissioner and the Queensland Police Service Commissioner and included four external subject matter experts.
In undertaking the Review, QPS and the Commission committed to a series of guiding principles to support and inform decision-making.
Our approach
We undertook this Review between July 2023 and October 2024. We took a mixed-methods approach, using both quantitative and qualitative research methods to inform our recommendations.
During the Review, we gathered information by:
conducting 137 one-on-one semi-structured interviews with QPS members, which we referred to as ‘confidential conversations’
visiting 21 police sites across Queensland, including regional and urban police stations and regional offices
conducting a survey of current QPS police, Police Liaison Officers and recruits, which received 2,724 responses
conducting five focus groups
undertaking nine literature and desktop reviews
requesting and reviewing 345 documents.
In developing recommendations, the Commission used a robust methodology to ensure they were targeted at achieving meaningful and systemic change and could be implemented effectively.
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As part of this process, the Commission consulted on its recommendations before providing the draft report. This gave us sufficient time to refine and test recommendations, minimising the risk of unintended consequences and maximising the likelihood that they would be implemented.


The case for change
Addressing workplace equality in QPS is a business and operational imperative.
We identified four key benefits of workplace equality that will support QPS to keep its people and the community safe:
	Address workforce shortages
	In today’s highly competitive labour market, making QPS a more attractive place to work and drawing from a wider talent pool is essential to addressing workforce shortages and ensuring QPS has enough police to do the job.

	Build a safer, more productive workplace
	Inclusive workplaces are safer workplaces. Preventing discrimination and reducing workplace harms helps to build an engaged and capable workforce that prioritises the health, safety and wellbeing of its members.

	Create a capable and modern police service
	Police are increasingly required to tackle complex social issues, and police from diverse backgrounds bring unique skills and experiences to the job.

	Enhance community trust
	A more diverse workforce creates a solid foundation for QPS to build trust and better reflect the community it serves.



Workplace equality is achievable but will not be easy
The Commission knows that it will not be easy for QPS to achieve workplace equality – QPS will need to grapple with some difficult issues.
There is unprecedented strain on recruitment in both Australian and international police services. We know QPS services are under increasing demand and pressure, and we acknowledge the critical services that police deliver to keep our communities safe.
This Review cannot address all challenges QPS is facing, but we are confident that the changes we propose will lead to better outcomes for the thousands of dedicated police who go above and beyond to serve Queensland every day.
We know that this is a long-term journey and that it will take time to address the issues we raise in this report. There are no quick fixes or blueprints to follow for QPS to get this right. It will require dedication over time, and there will be an element of trial and error.
QPS leadership, police at all levels, and key stakeholders, including unions and the Queensland Government, must make a collective effort to achieve a safe and inclusive workplace.


Four key challenges holding QPS back
Through our consultation during the Review, we identified four key challenges that are holding QPS back from becoming a more equal workplace.
1. The ‘ideal’ police officer is not diverse.
Historically, policing in Queensland has been dominated by white men. This has left a lasting imprint on QPS and has shaped its culture and ways of working. It has led to a particular identity being valued in the organisation – one that lines up with masculine norms, including competitiveness, assertiveness, and prioritisation of work over other commitments. This is influenced by social norms, including common perceptions that policing is a ‘naturally’ masculine occupation.
As a result, QPS rewards behaviour consistent with those norms and undervalues other attributes. This disadvantages police from diverse backgrounds, who feel like they cannot bring their full, authentic selves to work and need to conform to fit in. It also creates an environment that increases the risk of discrimination. Informal cultural power is concentrated in white male officers, creating power imbalances that can lead to discriminatory behaviour and prevent it from being challenged.
2. It’s not just a few bad apples – discrimination is systemic.
Women, First Nations, and culturally diverse police continue to face widespread, systemic discrimination in QPS. Most diverse police we spoke to had experienced workplace discrimination ranging from repeated negative interactions to serious, traumatic incidents. We heard about the profound and devastating impacts this has had on individuals and the organisation.
We observed an environment where discrimination was not only direct but also systemic and deeply entrenched in the culture of QPS. Workplace discrimination in QPS is often the outcome of systems, processes and practices that have been developed and reinforced over time – that is, it is systemic. This does not mean all or even most QPS members engage in discrimination. But the systemic nature of the discrimination means that it is able to thrive and continue, including in subtle forms. While QPS does need to root out problem individuals, it is systemic change that is most needed to address discrimination in the workplace. Systems produce what they are designed to produce, and right now, QPS’s systems discriminate against diverse police.
3. The organisation is stuck in the ‘merit trap’. 
One of the key challenges holding QPS back from improving workplace equality is how ‘merit’ is understood, mythologised and implemented in the organisation. The idea behind merit – that everyone is treated the same based on their ability and experience – sounds fair on the surface. However, it covers over biases that disadvantage diverse police and preserve the status quo. In QPS, the application of ‘merit’ tends to favour those who resemble an ‘ideal’ police officer, and it is those officers who tend to get the most career development opportunities. By being so blind to diversity, ‘merit’ does not overtly discriminate, but produces unequal outcomes.
So equal treatment is never objectively equal. If QPS is to access the best talent and get the most out of its workforce, it will need to redefine merit and dismantle structural disadvantages. As part of this, it will need to address unconscious bias and introduce positive measures to ensure police from diverse backgrounds have a fair opportunity. This will not be easy – QPS members carefully protect merit and closely associate it with core values around fairness. Committed, sustained leadership will be needed to redefine merit in a way that fosters inclusion.

4. Many police want change, but there is resistance to real change.
The issues described in this report are longstanding and deeply entrenched in QPS’s systems and culture. To address inequality in the organisation and achieve positive change, some of QPS’s most deeply held values and ways of working must be reconstructed. This will permanently alter power dynamics and how benefits are distributed.
Any effort to make this kind of systemic and cultural change is likely to encounter resistance. Our survey on Workplace Fairness in QPS showed there are high levels of resistance to measures that would improve workplace equality. QPS members generally value diversity, but the survey showed many strongly believe that everyone should be treated the same and that any positive measures to uplift diverse police are unfair.
QPS should not avoid making real change just because it will encounter resistance, and it should not use resistance as an excuse to keep things the way they are. Resistance is a sign that real change is occurring. It can also be a platform for change. It presents an opportunity to hear from officers that are resistant or unsure about change, and unpack and reframe values that are often unquestioned and subconscious. If QPS fails to effectively harness resistance, the reforms recommended in this report will be much harder to implement and diverse police will be exposed to backlash and harm. This could set workplace equality efforts back.
The costs of not addressing discrimination
QPS must see change as a business imperative, because discrimination comes at a cost to its officers, its workplace and the community. It can lead to workforce challenges such as turnover, low commitment, absenteeism, job dissatisfaction, and physical and mental health problems.
Failure to address discrimination also affects QPS’s reputation, undermining public perceptions and limiting QPS’s ability to attract talent and investment. It can lead to grievances, injuries and litigation and have implications for performance.
Discrimination also harms the wellbeing of officers and can have profound and devastating personal impacts. It can take a mental and physical toll on officers, depleting their resources and making it more difficult to deal with the very challenging demands of policing. These impacts can also extend beyond the workplace, spilling over into personal relationships.
We also observed that discrimination can create a values misalignment for officers in that it creates a disconnect between their motivations for joining the police force and their experiences within the workplace. This can contribute to burnout and disillusionment.


Foundations for change
I would completely re-evaluate our strategy to understand what diversity means to us. We really need to rethink what inclusion means and how we go about it.[endnoteRef:3] [3:  Confidential conversation, participant 38, November 2023.] 

Review participant
To realise workplace equality, QPS will need to create systemic and cultural change. This will require a fundamental shift in the way QPS thinks about diversity and inclusion.
It will require reflection and difficult conversations, and an understanding of how structures, cultures and ways of working give rise to discrimination and inequality.
Measures that focus on individual behaviours or technical fixes will not be enough – they may treat the symptoms but not the underlying causes.
To become a truly inclusive and diverse organisation, QPS must commit to continual improvement over many years. It will need to involve the whole of the organisation and its parts, especially its people.
During the Review, we saw that, increasingly, QPS recognised the level of long-term systemic change needed and the importance of prioritising workplace equality in its strategic agenda. This is an opportunity for QPS to pause, take stock of the recommendations in the report and chart a course forward before it responds.
To enable long-term, systemic change several foundational elements need to be in place.
Establishing a vision for inclusion
QPS has committed to improving diversity and inclusion, but it has not had a clear and compelling long-term vision for achieving it. Without a compelling vision to guide reforms, efforts will be rudderless and reactive.
To create urgency and importance, QPS must first understand that workplace equality is both a competitive advantage within a difficult labour market and core to its wider mission. It must see workplace equality as not just a corporate aspiration or compliance issue but something that will strengthen policing. And it must make the case for workplace equality to its stakeholders, including, first and foremost, its people.
In developing its vision, QPS must give police from diverse backgrounds a seat at the table. To rebuild their trust, QPS will also need to ensure their input is responded to with meaningful action.
The QPS Executive Leadership Team[endnoteRef:4] must own this vision and hold itself accountable for its implementation. This will send a clear and consistent signal that police from diverse backgrounds are valued and the organisation is serious about change. The Commission observed promising signs that the Executive Leadership Team is up to this challenge. [4:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

One of the Commission’s key recommendations is that QPS translate its renewed vision for diversity and inclusion into a long-term workplace equality strategy. We are confident that this roadmap, supported by the recommendations of this report, can and will create change.
Planning and coordinating change
A strategic vision is critical to achieving workforce diversity. But the real challenge lies in implementing reforms.
Systemic change is more likely to be achieved when coordinated from the top. In an organisation as large and complex as QPS, systemic change will need to be carefully coordinated, and the focus will need to be sustained. Action will be needed at multiple levels and areas of QPS, and there must be cooperation among areas that have different priorities and lines of accountability. Many of the actions will be complementary to or conditional upon one another and will need to be carefully staged.
Strategies must be integrated into organisational planning at all levels of the organisation, including through regions, districts and local stations.
During our site visits throughout Queensland, the Commission learnt about many positive, locally led initiatives. These local solutions are cause for optimism and should be encouraged.
Redefining core values and harnessing resistance
When any organisation is trying to introduce widespread cultural change to address inequality, it is likely to encounter resistance. Resistance is not inherently bad. If there is no discomfort in making change, it is possible that is because that change is not meaningful.
Some may resist change to the status quo because they see it as compromising core values. This reflects the complexities and realities of uplifting workplace equality. Unfortunately, past efforts to increase diversity in QPS have led to confusion about whether initiatives are discriminatory or are necessary and justified to promote substantive equality.
QPS should anticipate that its workforce may resist initiatives to boost equality. It can use this as an opportunity to communicate its core values. Rather than expecting members to abandon values such as merit and fairness, QPS can redefine those values to show how they can assist in embracing diversity.
It will also be important to foster empathy, listen to people’s perspectives and ensure officers have proximity to diversity. During our consultations, we identified that proximity to diversity can be a defining factor in whether people support diversity and inclusion initiatives. Several members reported that working alongside police from diverse backgrounds had broadened their understanding of the unique skills those members bring to policing and the challenges some can face.
QPS can and must secure support from champions for change. The Commission was encouraged by its consultations with many leaders and members who are already advocates for change and who hold credibility and influence.
Leveraging data and information
You cannot improve what you do not measure. QPS must have accurate data if it is to understand the issues that are holding it back from workplace equality and to inform strategic decision-making.
During the Review, the Commission observed limitations of the current workforce demographic data. Some of those issues stem from broader data limitations that affect the entire Queensland Government workforce.
By adopting a more systematic approach to data collection and analysis, QPS will be able to identify specific areas of concern and develop targeted strategies for improvement.
Monitoring and sustaining progress
We know that real change takes time.
The systemic reforms we call for in this report will take several years. While there is an urgent need for change and several priority actions need to be taken, most QPS members who spoke to the Commission understood that significant shifts would not occur overnight.
The pathway to workplace equality will be long and contain challenges. There will be roadblocks. Organisations like QPS are dynamic and constantly shifting, and they tend to revert to entrenched patterns of behaviour.
QPS will need to adapt and sustain both urgency and focus, in line with its overarching vision and strategy. To guide this journey and drive continual improvement, it is vital that QPS define and monitor outcomes, not outputs, and the indicators that demonstrate success.


Leading change
Leadership has a critical role to play in inclusion. Inclusion is about respect, and in a hierarchical organisation, respect is generated from the top down.[endnoteRef:5] [5:  Confidential conversation, participant 88, March 2024.] 

Review participant
Leadership will make or break the reform agenda.
Committed, values-based leadership is essential for the type of systemic change QPS must make to realise workplace equality. Leaders must understand the current drivers of inequality so they are able to genuinely commit to the reform agenda. When making all strategic decisions, leaders must use a workplace equality lens so that diversity and inclusion are embedded in business as usual.
Throughout our consultations, leadership emerged as a common theme. We heard that there is a lack of faith in the senior leadership to act inclusively. We heard that measures to improve workplace equality have not been prioritised in the past. As a result, senior leadership has come to lack credibility.
To correct these issues, QPS leaders need to own the problem and actively dismantle its continuing legacy. It can do this by increasing diversity in the Executive Leadership Team, committing to exemplary behaviour, showing visible support for the reform agenda and being more accountable for genuine workplace equality outcomes.
Leaders will need to own the process of foundational change from the outset.
It is vital that the leadership is seen by the rest of the workforce as being united in the commitment to improving workplace equality. They must take individual and collective responsibility for the changes this Review recommends, set cultural and behavioural expectations, and meet those expectations themselves.
Senior leaders must make a long-term commitment to systemic reform to create workplace equality. They will need to resource this work sufficiently and remain dedicated even when change seems to stall.
That commitment is crucial for executing the change agenda, but it is not enough. Champions are needed across the whole organisation. We heard that middle managers[endnoteRef:6] are the cultural ambassadors of QPS – they are where the rubber hits the road, and they make individual decisions that really count. For example, they choose what shifts people work, who gets to work flexibly and who gets a training opportunity. [6:  Any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.] 

Planning is vital. In policing environments, there can be a ‘bias to action’ – that is, a tendency to immediately step in to ‘fix’ an issue or problem. QPS should resist this conditioning. It should not rush to action. Our recommendations afford QPS generous timeframes and enough discretion in how to best implement our recommendations.
The Executive Leadership Team needs to do some heavy lifting
If the Executive Leadership Team takes ownership of this work, its efforts will give it credibility with the QPS workforce.
The Executive Leadership Team itself needs to become more diverse. It is difficult for police from diverse backgrounds to imagine being a leader if they do not see others like them at the table.
The leadership pipeline will not become more diverse without intervention. There are disproportionately small numbers of women, First Nations and culturally diverse police in the commissioned officer ranks. QPS has already set itself a target of 30% for women in senior leadership roles. We recommend QPS establish minimum diversity targets for QPS members at each rank, including for sworn members in the Executive Leadership Team.
Pre-requisites for the leadership to drive this work effectively
Most importantly, leaders’ behaviour must be exemplary. This means they must have a zero-tolerance approach to sexism and racism in any form, in any context. To rebuild trust with diverse members, leaders must act with integrity, show capacity for self-reflection and confirm ownership of personal history.
Leadership support for diversity and inclusion measures must be visible. What senior leaders say must be reflected in what they do. Leaders can also demonstrate commitment by making sure QPS members understand the benefits of diversity and managing resistant views.
Finally, accountability will help prioritise these issues for QPS. It is easy to make symbolic changes. What is much more challenging is implementing initiatives consistently and reliably, and with appropriate accountability mechanisms. Each of these aspects is essential for long-term success.
Modernising leadership styles
Command-and-control environments like policing can often be leader-centric and authority-dependent, and these approaches have a role to play. However, an authoritarian leadership style can be counterproductive when dealing with more complex actions, such as creating cultural change.
During consultations, we were told that some QPS members find it difficult to speak up under authoritarian leadership and that people do not feel confident or comfortable to express different opinions. People in the minority can feel that they must assimilate to get by rather than displaying the full advantage of their difference, and this is a loss for the organisation.
Modern leadership styles should be embraced. Inclusive leadership invites and appreciates the contribution of others. This style of leadership is likely to yield better results and create buy-in from the workforce who want to see real change.


Preventing harm and addressing risks of discrimination
At no time have I ever felt like there’s a way that I can [report my experiences], where I’ll be in control, and if it’s too much for me, I can stop it. I don’t think that’s possible.[endnoteRef:7] [7:  Confidential conversation, participant 33, November 2023.] 

Review participant
During the Review, we heard that QPS’s response to discrimination largely relies on resolving complaints about conduct that has already happened – by the time a complaint gets to response stage, it will often have reached crisis point. This approach aligns with a perception of discrimination as an individual behavioural issue rather than a systemic one. For QPS to achieve workplace equality, it must shift its focus to preventing discrimination before it happens.
To make this shift, QPS needs to understand and take proactive steps to manage the risk of discrimination in its workplaces. This will be critical in mitigating the devastating impacts of discrimination and also meeting QPS’s legal obligations.
When discrimination does occur, QPS must have greater focus on early intervention to reduce the risk of further harm. It should use processes that are person-centred and trauma-informed so that police who experience discrimination feel heard, have their wishes respected and are not exposed to further harm when they raise an issue.
Proactively managing the risk of discrimination
Currently, QPS’s management of the risk of workplace discrimination is falling short. There appears to be limited understanding of their drivers or controls designed to manage them.
QPS needs to recognise and manage workplace discrimination as a significant organisational risk carrying individual, operational and legal consequences. As part of this, it must identify and manage factors in the QPS workplace that increase the likelihood of discrimination and harassment, such as the high stress environment, low levels of diversity, and power imbalances in the hierarchical structure.
To prioritise a preventative approach, it will be important to establish an organisation-wide prevention plan and direct greater investment into building preventative capacities through a dedicated team.
Building knowledge about discrimination and how to prevent it
It is important that QPS members understand what discrimination is and how to identify it in their working environment. They must also understand their rights and responsibilities.
In reviewing key workplace policies, we found that workplace behaviour policies are complex and legalistic and lack clarity and assurance. Policies that are available are not trauma-informed and do not support those who experience discrimination to understand the options available to them. For example, we heard from officers who felt they did not know how to report discrimination in a way that would allow them to retain some control over how it is handled.
To transfer organisational knowledge into action, workplace behaviours training needs strengthening. It is important that QPS cultivates a culture that supports its people to speak up and provides the resources to intervene safely. This will also support bystanders to become upstanders.


Supporting those who experience discrimination
QPS members who experience discrimination must have access to support options that meet their needs. They must feel safe and confident in accessing these options.
Even though several support options are available to QPS members who experience discrimination, we observed significant barriers to access, including a widespread lack of trust in internal services. A common concern was that sensitive information would not be kept confidential. Many officers said they worry that if they speak to a support person their information will be shared without their consent.
Some culturally diverse police also said they would be more likely to seek support if there were culturally appropriate support services available to them.
Mandatory reporting requirements may be having a ‘chilling effect’ – stopping people from seeking support. While these requirements are designed to ensure oversight over police conduct, the Commission heard that, in practice, people who experience discrimination do not have choice and control over how their complaint is managed. This can deter a person from reporting their experiences and probably leads to under-reporting. We recommend QPS carefully consider legal requirements governing mandatory reporting.
Responding to discrimination to reduce harm
Like the Commission of Inquiry and other internal reviews, we heard from many police who had never formally reported experiences of discrimination, including sexual assaults and other very serious incidents. The reasons for this were varied and depicted a culture in which reporting harmful conduct is not a safe or effective option for many diverse police.
The person who reports it ends up being the one who is targeted. I don’t have the strength for that right now.[endnoteRef:8] [8:  Confidential conversation, participant 75, February 2024.] 

Review participant
We also heard about a culture of silence within the organisation that discourages police from reporting. Those who do report face backlash from their colleagues and the organisation. Several police told the Commission about instances when people who reported discrimination were labelled ‘dogs’ or faced similar abuse. Officers also expressed concerns that making a complaint would ‘put a target on their back’ and harm their career.
Concerns like these mean that discrimination is likely to be under-reported. Safer and more trustworthy reporting pathways are needed. The range of reporting options should be expanded so that officers can choose the pathway most appropriate for them.
When a report is made, systems in QPS to respond to incidents of discrimination are legalistic and often result in further harm. They focus on investigating individual behaviour and affording procedural fairness to perpetrators rather than ensuring the safety and wellbeing of those who experience discrimination. QPS needs more person-centred and trauma-informed mechanisms so it can intervene as early as possible, reduce harm and afford those who experience discrimination greater choice and control over how a matter is addressed.


Promoting accountability and performance
To effectively prevent and respond to discrimination, QPS needs to understand where discrimination is occurring, who is engaging in it, who is being impacted by it and why it might be occurring.
QPS data on discrimination and organisational responses in QPS is not comprehensive. Where it is collected, it is fragmented and spread across multiple teams.
There is a significant opportunity for QPS to invest in its capabilities to use data and intelligence to identify risks and patterns of discrimination and inform preventive actions and systemic interventions. Information about the nature and extent of discrimination, including case studies, should be shared with the workforce to provide transparency and build knowledge around standards of behaviour and individual and organisational consequences.
QPS should also develop a set of measurable indicators to assess how response systems are performing. Indicators should measure timeliness and quality, as well as whether processes are meeting the needs of those who experience discrimination, such as their level of satisfaction and safety. It is critical that QPS establish and monitor these indicators so it can identify issues and opportunities for continual improvement.


Recruiting the talent needed for a modern police service
In my last two years I haven’t really had to use any of my accoutrements. It’s because of my communication skills. It’s not just luck it’s to do with me being me and it’s an advantage to be someone from a different culture.[endnoteRef:9] [9:  Confidential conversation, participant 64, February 2024.] 

Review participan
As the nature and demand of policing changes, QPS will need to ensure it has the right mix of people and skills to deal with the challenges and complexities of modern police work. QPS’s recruitment strategy and standards need to reflect this changing context, accommodate a competitive labour market, and ensure that QPS has the right people in the job to strengthen the workplace and protect the community.
During our consultations, we heard that most police recognise the benefits of uplifting diversity in QPS through improvements in recruitment. They recognise the opportunities of expanding the talent pool, accessing more diverse skills, addressing workforce shortages, and effecting cultural change. However, we also heard about barriers within the recruitment standards that disproportionately impact people from diverse backgrounds.
We have identified steps QPS can take to ensure that, at a minimum, its recruitment standards are not discriminatory. We also identified options that QPS can use to assist it to be innovative and proactive in increasing diversity within its workforce. These approaches are required for strategic workforce planning and ensuring that QPS has the workforce it needs into the future.
Ensuring recruitment standards are lawful
To be accepted as a recruit into the QPS, candidates must meet requirements across several areas: physical, medical and psychological fitness, cognitive testing, swimming, integrity, and a panel interview. Later in their career, police officers may be required to meet additional physical standards to join some specialist areas.
To comply with the Anti-Discrimination Act 1991 (Qld), QPS’s recruitment standards must reflect the genuine occupational requirements of the role. Genuine occupational requirements are the essential, indispensable tasks that are required for the work of general duties policing – for example, strong communication skills to manage the complex challenges that police officers face in promoting public safety and upholding the law.
However, if recruitment standards are not often used and not retested at a later date, they need to be reconsidered. For example, swimming may not be a genuine occupational requirement if it is only required as part of the job every few years, if at all.
There is often a disconnect between the genuine occupational requirements of modern policing and the skills assessed during recruitment processes. During our Review, we identified that some of the current recruitment standards may not reflect the genuine occupational requirements of the role.
Barriers faced by police from diverse backgrounds
Standardised recruitment practices that may seem neutral can create greater barriers to recruitment of diverse officers and overlook valuable qualities that candidates from diverse backgrounds could bring to QPS.
In looking at the data, we saw that a person’s ability to meet QPS recruitment standards can vary depending on their gender and cultural background.
For example, we found that:
psychological testing may discriminate against police from diverse backgrounds – for example, women tend to be more likely to seek help for mental health conditions, meaning they may not pass the test
some psychological tests may not be culturally valid for culturally diverse and First Nations people
applicants who are born overseas may find a swimming test more challenging to pass
physical fitness tests are harder to pass for women
the panel interview is a barrier for culturally diverse applicants
after joining the police service, women experience barriers to working in specialist units.
This is not about lowering standards; it is about removing bias. If barriers in the recruitment process are addressed, it will even the playing field for all applicants and ensure QPS is not unlawfully discriminating against people from diverse backgrounds.
A modern recruitment process
QPS can modernise its recruitment process by reviewing its recruitment standards to ensure they are genuine and objectively required.
In doing so, it will enhance its ability to align future work demands with the skills it needs to meet its current strategic objectives.
It is also important that QPS’s recruitment system takes a more holistic approach to assessing potential recruits. The standards should not be seen as hurdles but, rather, a set of criteria against which to make a holistic assessment.
This would give QPS the flexibility to make decisions about an applicant’s potential, particularly for skills that can be taught and developed, and applicants who would be suitable police officers will not be unnecessarily excluded from the recruitment process.


Developing and valuing a diverse, high-performing workforce
In this area, people get phone calls, not expressions of interest.[endnoteRef:10] [10:  Confidential conversation, participant 55, December 2023.] 

Review participant
Developing and valuing a diverse, high-performing workforce is an imperative part of realising workplace equality.
If QPS can ensure all police have equal access to career advancement, it will be more likely to fulfil its strategic vision of a highly skilled and capable workforce that understands and represents the community it serves.
Throughout our consultations, we heard that diverse officers face barriers in advancing through the organisation, which in turn reduces diversity at the top. This can limit the organisation’s capacity to realise the benefits of diversity and affects retention.
It can also signal to diverse officers that diversity and inclusion are not valued in practice, even when the value of diversity is outwardly promoted.
Some work units have particularly low levels of diversity. This reflects what some participants told us about assumptions about gender and roles. For example, we heard that it was common for managers to assume women would work in roles such as child protection and corporate services, whereas other areas, such as detective units and ‘high-risk’ specialist operations teams, were considered to be the domain of men.
We were told that police were being overlooked for roles because they were not part of the ‘boys’ club’ and that assumptions are made about women ‘sleeping their way to the top’. We heard that police from diverse backgrounds are branded as ‘diversity hires’. For example, one officer told us they would never have been promoted if they had been more vocal about their Aboriginality.
We also heard that assimilation was required to progress, that stereotypes hold people back, and that ‘who you know’ is strong currency for promotion.
Valuing performance, supporting career advancement and improving selections and appointments are critical to achieving workplace equality within QPS.
Valuing performance
QPS needs to create a culture that values performance, discourages negative behaviour, and provides rewards and incentives for positive behaviour.
QPS has made improvements to its development and performance system in recent years. However, we also observed that cultural factors continue to undermine and limit meaningful engagement with the system.
The performance system should capture how QPS officers contribute to the organisation’s objectives to promote a diverse and inclusive workplace. It should also ensure that officers who have not met their performance requirements do not move up in the organisation.
It also needs to link performance feedback to selection processes to ensure candidates’ suitability and potential are more accurately assessed.
If the reforms we recommend are implemented effectively, officers-in-charge will conduct regular and meaningful development and performance conversations with staff and reward them for positive workplace behaviour. At the same time, discrimination or sexual harassment will be recorded in the system and this information will be considered as part of promotional processes.

Career advancement opportunities
We know that a lack of access to informal networks and evaluation against the White male leadership standard are major barriers to diversity in leadership. Both of these factors were supported by information we obtained during the Review.
Acting opportunities play a key role in later promotional decisions. Therefore, they must be made available to everyone. We heard that relieving and higher duties decisions are often made based on proximity to the officer-in-charge, or ‘who you know’, rather than through an open and transparent selection process. For example, we heard that desired applicants are tapped on the shoulder by their officer-in-charge when an acting opportunity comes up.
We also identified that, currently, there is no consistent way of recording or reporting on acting and relieving opportunities. This means it is not possible to get a clear picture of whether acting opportunities are meeting QPS objectives around workplace equality or are entrenching the status quo.
To improve relieving and higher duties decisions, QPS will need to balance support for discretion with policies and procedures while not bogging the organisation down in red tape.
Selection processes could be less rigid and adjusted to better assess skills and potential.
A legislative amendment that allows pooled recruitment to be conducted across the whole organisation is also likely to improve the accessibility of the promotion system.
Selections and appointments
While the selections and appointments of sworn officers in QPS are made based on ‘merit’, we observed that myths and attitudes have developed about ‘merit’ and what it should entail.
These myths appear to influence selections and appointments in QPS. For example, we heard that sometimes officers are appointed to managerial positions even though they lack the skills to manage staff. This is based on an outdated perception that the ‘ideal police officer’ needs to have masculine characteristics, including being able to ‘punch their way out’ of situations.
‘Merit’ is formally defined in the Police Service Administration Act 1990 (Qld), which provides a list of what the merit of a police officer comprises. The Commission’s view is that the Act should be amended to incorporate the ‘best suited’ approach to align with the modern updates to public sector laws. These changes should be made in conjunction with efforts to shift the culture and understandings around ‘merit’ in QPS.


Enabling flexible and inclusive workplaces
It 100% depends on who your manager is … It is a lottery depending on who you’re working for at the time.[endnoteRef:11] [11:  Confidential conversation, participant 51, December 2023.] 

Review participant
Offering flexibility and ensuring the workplace is inclusive are essential ingredients in creating workplace equality and are increasingly seen as expectations of a modern workplace. They signal that difference is not a barrier to successfully participating in the workplace and that it is seen and valued.
Providing opportunities for flexibility and ensuring the workplace is inclusive will strengthen the entire service. They will help everyone to feel they have a place in QPS. They are also important ways to promote the health and wellbeing of all officers, who provide such an invaluable service to our community.
Creating flexibility for frontline staff is not simple. Policing is a 24/7 job, 365 days a year. Regional and remote stations can present further challenges. However, QPS is not unique in having to implement different kinds of flexible work options for its officers, and it could learn from other organisations that have grappled with similar issues.
Throughout our consultations, the Commission heard that there are multiple systemic barriers to accessing flexible work within QPS – flexible work is stigmatised, the full range of flexible options are not utilised, policy and practice are not aligned, and a lack of transparency in decision-making leads to distrust by the workforce. We also heard that a ‘boys’ club’ persists and that diverse officers are often excluded in the workplace, undermining workforce inclusion – the key to leveraging the benefits of a diverse workforce.
Re-thinking flexible work
We often heard from managers and others that ‘flexible work’ was not feasible in an operational policing environment. However, managers typically associated flexible work with part-time hours, rather than other forms of flexibility. Even so, part-time hours are currently the exception rather than the rule in QPS and should be available to more people who want them.
While not all types of flexibility are ideal for every role, greater flexibility is nearly always achievable. There are a broad range of flexible work options. QPS can and must adapt workplace flexibility to suit the operational environment.
High operational demand is a reason to use flexibility rather than avoid it. Expanding the types of flexibility available could help relieve some of the pressure those high-demand environments place on frontline officers.
The Commission suggests that QPS adopt a trial-and-evaluate approach to broadening the flexibility options available to officers. Managers should be involved in planning how flexible work can be implemented in their stations, particularly because flexibility may look different in regional, remote or smaller stations.
Normalising flexible work
Importantly, flexible work must be normalised. We heard that stigma remains an issue and that many managers do not have the skills or experience to manage flexible teams well. Making flexible work part of business-as-usual requires a shift in thinking across all levels of the organisation.
QPS will need to shift the norms that have been shaped by the dominant culture. For example, people who work flexibly are currently not seen as team players when in fact they may well be very dedicated to their team. Many officers are likely to have competing priorities and needs outside of work at some point during their careers.
We have heard that flexible work is not consistently available across QPS, so arrangements can be perceived as unfair. We observed that this can translate into resentment and mistrust among colleagues. For example, we heard that, unless everyone gets exactly the same treatment, people feel hurt and may display resistance. Better transparency and consistency of decision-making across the organisation will ameliorate those risks and make the benefits of flexible work more apparent.
Governance structures are inadequate and should be adapted to take a more strategic approach and provide more transparency. Data collection also needs to be improved so that QPS has a better picture of flexibility across the organisation.
Making workforce planning more sophisticated
To be able to adapt to and make the most of these changes and not merely react to them, QPS needs to think strategically about its workforce and what it will look like in the future.
During our consultations we heard that the QPS approach to diversity and inclusion needs is often tokenistic. We also heard that there is a lack of planning around these workforce issues.
Workforce planning should take the modern workforce into account, and alternative models of filling positions, such as backfilling, must be part of the conversation.
Including everyone in the workplace
Finally, the workplace needs to become more inclusive. Many participants in our consultations described a ‘boys’ club’ within QPS – this was a frequently reported issue.
We heard about widespread patterns of everyday/casual racism and sexism, and this was often in the form of jokes, banter or dark humour. Some see these as important for camaraderie and stress relief, without acknowledging the associated harms.
Culture plays an important role in being able to cope with the everyday stressors of being a police officer.
Social inclusion is important for all officers. There are enough pressures on police without adding to them by excluding some officers from the supportive network that their colleagues can provide.
We suggest QPS look to build team and workplace culture in an inclusive way.


Recommendations
Foundations for change
[bookmark: R1]Recommendation 1
Respond to report and develop plan for implementation
Within three months, QPS should publish a formal response to the report confirming whether it accepts or does not accept each recommendation.
Within six months, QPS should publish a comprehensive action plan for implementing the recommendations, aligned with the Workplace Equality Strategy. The action plan should:
· be led and owned by the Executive Leadership Team, with a Deputy Commissioner assigned responsibility to coordinate implementation
· include measurable, time-bound goals
· be regularly monitored and evaluated, with progress reported publicly and also internally through QPS governance frameworks.
[bookmark: R2]Recommendation 2
Develop a vision for change through a new Workplace Equality Strategy
Within six months, QPS should publish a strategy that outlines the long-term vision for becoming a diverse and inclusive organisation and achieving workplace equality. The strategy should:
make the case for diversity and inclusion as core to QPS’s mission, improving policing outcomes, and achieving the organisation’s strategic priorities
be led and owned by the Executive Leadership Team, with a Deputy Commissioner assigned responsibility to coordinate implementation
be linked to other organisational strategies and plans, including the QPS strategic plan
set out objectives and organisational priorities for progressing QPS along the inclusion continuum
allocate resources for implementation of the strategy
be designed and evaluated with the active participation of QPS members, particularly police from diverse backgrounds
incorporate an outcomes framework and establish performance indicators to monitor progress
be regularly monitored and evaluated, with progress reported publicly, and internally through QPS governance frameworks.
QPS should establish minimum diversity targets for QPS members at each rank, including for sworn members in the Executive Leadership Team. In reporting on and communicating these targets, QPS should make clear that these targets are a minimum requirement and that QPS’s approach to increasing diversity should be aspirational. These targets should be regularly reviewed and progressively increased to achieve QPS’s objective of workplace equality.
QPS should review and update all organisation-level strategies and plans to align with the Workplace Equality Strategy and require that annual operational plans at each level of the organisation incorporate actions to implement the strategy, with guidance on suggested processes and potential actions.


[bookmark: R3]Recommendation 3
Communicate the vision for change
The Communications, Culture and Engagement division should develop a whole-of-organisation plan for communicating the vision for change through the new Workplace Equality Strategy. The plan should include indicators to monitor the impact of communications activities on knowledge, attitudes and behaviours.
The plan should integrate all recommendations from this report as they relate to communicating with the QPS workforce, including:
redefining core values and harnessing resistance
utilising champions for change
providing clear and accessible guidance on discrimination.
[bookmark: R4]Recommendation 4
Audit and refine policy and governance environment
QPS should systematically audit all existing human resources and recruitment policies and procedures to identify barriers to workplace equality, systemic factors contributing to discrimination, and areas for improvement to progress diversity and inclusion and fulfil the organisation’s obligations under Chapter 2 of the Public Sector Act 2022 (Qld).
When organisational policies are developed, reviewed or updated, QPS should actively engage QPS members, including police from diverse backgrounds, in their design and evaluation and identify any implications for workplace equality.
QPS should review and update terms of reference for the following governance bodies to outline their functions in relation to workplace equality (including preventing discrimination), ensure diversity in their membership, and provide that the Commissioner must promote diversity when appointing members:
Board of Management
Demand & Capability Committee
Audit, Risk and Compliance Committee.
As part of the review, QPS should consider including the Executive Director of the First Nations Division as an ex officio member of the Board of Management.
[bookmark: R5]Recommendation 5
Redefine core values and harness resistance
After finalising the Workplace Equality Strategy, QPS should develop a comprehensive action plan, owned by the Executive Leadership Team, aimed at engaging with and harnessing resistance to diversity and inclusion initiatives. The action plan should focus on redefining and communicating core values that underpin resistance, including merit and fairness.
The action plan should stipulate specific measures that QPS should take to harness resistance, including:
measures for leadership to secure workforce alignment and address and manage resistant views
forming partnerships with police from diverse backgrounds to identify how resistance manifests and understand its impacts
communicating the rationale for diversity and inclusion measures, including ensuring managers are equipped with talking points to address common points of resistance
developing techniques to address unconscious bias and leverage proximity throughout the workforce, including storytelling and the use of narratives
supporting and endorsing recompletion of the Commission’s Workplace Fairness Survey during the Review evaluation phase to monitor and evaluate progress.
[bookmark: R6]Recommendation 6
Work with internal champions for change
QPS should identify and engage a network of credible and influential leaders from within the organisation as champions of diversity and inclusion initiatives. QPS should provide champions with specific training, including on harnessing and managing resistance, calling out inappropriate behaviour and championing inclusion.
[bookmark: R7]Recommendation 7
Embed workplace equality in industrial arrangements
QPS should work with the Queensland Police Union of Employees and Queensland Police Commissioned Officers’ Union to inform their members about the organisation’s response to the report and its recommendations.
QPS should review the Queensland Police Service Certified Agreement 2022 to identify systemic factors contributing to discrimination or barriers to workplace equality, including:
potential drivers of gender pay gaps
barriers to accessing flexible working arrangements
access to leave, including for reproductive health, cultural purposes, and other relevant areas.
Outcomes from the review should inform negotiations of the next certified agreement.
[bookmark: R8]Recommendation 8
Provide external stakeholder support
The Queensland Police Union of Employees and Queensland Police Commissioned Officers’ Union should publicly affirm their commitment to improving workplace equality in QPS and encourage their members to support it.
The Queensland Government should take opportunities to publicly express that improving workplace equality and addressing discrimination in QPS is a priority and core to improving policing outcomes, including in relation to family violence. This should be reflected in the ministerial charter letter issued to the Minister for Police and Emergency Services.
[bookmark: R9]Recommendation 9
Leverage data
QPS should uplift its capacity to record, analyse and report on datasets related to diversity and inclusion, including:
workforce demographics
career progression of diverse QPS members, including in relation to recruitment, promotion, higher duties and retention
whole-of-workforce access to flexible work arrangements
workforce complaints.
The Executive Leadership Team should receive regular briefings on key datasets, including facilitated sessions to discuss trends and collaboratively identify steps to improve short-term and long-term outcomes.
[bookmark: R10]Recommendation 10
Monitor and evaluate progress and provide oversight
QPS should regularly report on progress to facilitate monitoring and evaluation, including:
ensuring that progress on the Workplace Equality Strategy is a standing agenda item for all community advisory groups and other expert groups relevant to workplace equality
providing quarterly updates for the Board of Management on implementation of the report, including the action plan and Workplace Equality Strategy, and progress against the outcomes framework
establishing a dashboard that tracks progress on performance indicators for workplace equality and is accessible to the entire workforce 
reporting progress on workplace equality, including status of performance indicators in the outcomes framework, in QPS’s annual report.
During the Implementation Phase of this Review, QPS should maintain the QPS Diversity Review Advisory Panel to provide expert guidance and oversight of implementation of the recommendations and at a minimum:
provide secretariat support to the panel
facilitate meetings at least twice a year
provide half-yearly updates on implementation. These updates should at least include minutes of meetings with community advisory and expert groups on discussions about the Workplace Equality Strategy and an annual report on progress against the outcomes framework.
Leading change
[bookmark: R11]Recommendation 11
Make leadership support visible
Within three months of this report, the Commissioner and the Executive Leadership Team should publish and deliver a joint statement, in both written and video format, to all QPS staff. The statement should outline:
their commitment to cultural change that will improve workplace equality, including by implementing recommendations from this Review
the case for change and how it benefits policing outcomes and QPS’s core mission
that there is zero tolerance for all forms of discrimination in the workplace.
Within 12 months of the report, the Commissioner should carry out a series of in-person engagement activities across QPS sites in Queensland to communicate the commitment to diversity and inclusion.
The Commissioner and the Executive Leadership Team should show their continued commitment to cultural change related to the Workplace Equality Strategy through communications to QPS members on this topic at least four times per year.
Within two years and before commencement of the Evaluation Phase, QPS should have made significant steps towards meeting diversity targets for sworn Executive Leadership Team members, which will be set in the Workplace Equality Strategy.
[bookmark: R12]Recommendation 12
Lead by example
To improve capability in driving cultural change through professional development of the Executive Leadership Team, QPS should use an external provider to implement feedback mechanisms for members of the Executive Leadership Team within six months, which include:
input from multiple sources, including peers and subordinates
an assessment of members’ respectful and inclusive conduct, leadership for diversity and inclusion, and track record in fostering a safe, respectful and inclusive workplace culture for all.
QPS should require each Executive Leadership Team member to develop and implement a personal leadership action plan, which can be contained in members’ performance development agreements, addressing their capability to:
model respectful and inclusive conduct
lead others in promoting respect and inclusion
foster a safe, respectful and inclusive workplace culture.
The plan should incorporate measurable indicators of progress and be in place within 12 months.
[bookmark: R13]Recommendation 13
Hold leaders to account for change
QPS should identify and implement performance indicators that prioritise diversity and inclusion for individual Executive Leadership Team members within nine months of this report. In identifying indicators, QPS should consult with diverse members. The indicators should measure members’ contributions to achieving key objectives of the Workplace Equality Strategy.
QPS should publish in the annual report (commencing in 2024–25) and communicate to all QPS members:
year-on-year Working for Queensland results about staff perception of QPS leaders and flexible work
what actions have been taken to improve those results each year
[bookmark: R14]Recommendation 14
Establish performance indicators for managers that prioritise diversity and inclusion
Within 12 months, QPS should implement performance indicators for managers that prioritise diversity and inclusion. QPS should consider indicators that:
articulate a focus on respect and inclusion in the management framework
ensure that modelling respectful and inclusive conduct and fostering a safe, respectful and inclusive workplace culture are listed as criteria for performance evaluation and promotion for all manager roles
measure ongoing professional development in managing diverse teams
measure effective staff performance management and development, including through the performance management system, to ensure substantive and not just procedural adherence
measure genuine consultation with QPS members under managers’ supervision, as direct reports, to understand what strategies managers could use to build team and workplace culture in an inclusive way.
Preventing harm and addressing risk
[bookmark: R15]Recommendation 15
Establish a plan to prevent discrimination
Within six months, QPS should establish an organisation-wide prevention plan, owned by a designated unit, to prevent workplace discrimination. The prevention plan should:
build upon existing legislative frameworks to include all forms of discrimination and address intersectionality
be designed with the active participation of QPS members particularly police from diverse backgrounds
identify risks within QPS’s working environment that could increase the likelihood of discrimination, including through using data and intelligence
outline the control measures being implemented to mitigate these risks and clearly allocate key responsibilities to specific units
indicate the resourcing that will be allocated to all work units tasked with preventing workplace discrimination
document the consequences for members who engage in discrimination
be regularly monitored and reviewed annually.
QPS should ensure that prevention of workplace discrimination is a standing item on the Executive Leadership Team and Audit, Risk and Compliance Committee agendas.
[bookmark: R16]Recommendation 16
Develop clear and accessible guidance on discrimination
QPS should develop guidance materials tailored for:
the general workforce, with a focus on people who experience and witness discrimination, on how to identify discrimination, internal and external options to seek support, and options to report and address the behaviour
supervisors on how to identify discrimination, where they can seek guidance and advice, and options to address the behaviour, including when informal resolution may be safe and appropriate.
The materials should be easy to understand and clearly communicate to the workforce:
definitions and examples of workplace discrimination and associated consequences
the implications of different reporting and response options, including timeframes, processes and how information would be handled, and their potential outcomes
details on specific support services available to QPS members.
QPS should develop compulsory in-person training sessions to set the standard for QPS members in relation to workplace conduct and build knowledge of ways to prevent and respond to discrimination.
[bookmark: R17]Recommendation 17
Improve trust in support services
QPS should review support services available to members who experience discrimination and develop and implement an action plan to increase access to and utilisation of services. The action plan should include:
providing services tailored to culturally diverse and First Nations officers
increasing trust in support services, including through strengthening confidentiality requirements for service providers.
[bookmark: R18]Recommendation 18
Review mandatory reporting requirements
QPS should review internal policies and frameworks concerning QPS members’ mandatory reporting obligations under Part 6 of the Police Service Administration Act 1990 (Qld), including exemptions provided by the Commissioner, and put in place changes to ensure people who experience and witness discrimination are able to seek support and guidance while preserving control over whether a matter is formally reported. QPS should seek any legislative changes that it finds are necessary to give effect to that objective.
QPS should update and provider clearer guidance for QPS members on their mandatory reporting obligations, including exemptions that can apply where a member seeks guidance or support. QPS should provide training for support personnel who hold exemptions.


[bookmark: R19]Recommendation 19
Strengthen organisational systems to prevent harm
QPS should develop a new organisational system to detect and respond to risks and reports of discrimination within the workplace. The system should be independent from units responsible for investigating and responding to formal complaints and disciplinary matters. It should include:
capability to use data and intelligence to identify risks of discrimination relating to work units or individuals
mechanisms to proactively assess risks and work with work units and managers to address the systemic factors contributing to discrimination
anonymous reporting pathways
informal resolution pathways, including the use of professional, trained mediators to address discrimination and other negative workplace behaviours
capacity to receive informal reports of discrimination and provide initial support and guidance on available support services and response pathways for people who experience and witness discrimination.
[bookmark: R20]Recommendation 20
Embed victim-centred and trauma-informed practices
QPS should review and update all policies relating to workplace behaviour, complaints and disciplinary proceedings to embed victim-centred and trauma-informed practices, including through:
empowering people who report discrimination to exercise choice and control in how a matter is handled by the organisation
ensuring support for people who report or experience discrimination is integrated throughout complaints and disciplinary processes.
[bookmark: R21]Recommendation 21
Monitor and improve response systems
QPS should develop indicators to monitor the performance of organisational systems for responding to discrimination. Indicators should include measures of timeliness, consistency, and satisfaction and safety of people who experience and witness discrimination. QPS should report on the status of indicators in its annual report.
[bookmark: R22]Recommendation 22
Improve accountability of organisational response to discrimination
In its annual report QPS should publish information on organisational responses to discrimination in the workplace, including matters resolved informally, complaints relating to discrimination, disciplinary outcomes, and systemic improvements made in response to issues.
QPS should share de-identified case studies with all QPS members on the impacts of, and organisational responses to, workplace discrimination, to build awareness of the steps the organisation is taking and acceptable standards of behaviour.

Recruiting the talent needed for a modern police service
[bookmark: R23]Recommendation 23
Review physical assessments in recruitment standards 
QPS should engage an external expert to undertake a review of QPS’s recruitment standards to ensure they do not unlawfully discriminate against applicants. The expert should evaluate whether the standards reflect the genuine occupational requirements of:
the role of a general duties police officer
specialist roles in QPS which have less than 20% representation of women.
The genuine occupational requirements review of recruitment standards should:
evaluate whether the physical assessments in QPS’s recruitment standards reflect the genuine occupational requirements of these roles, including those required to be passed for entry into specialist units 
recommend any changes to the standards to ensure they do not unlawfully discriminate against women, First Nations people or culturally diverse people
consider whether the requirement to be able to swim 100 metres is a genuine occupational requirement of a police officer and, accordingly, whether it should form part of the recruitment standards.
[bookmark: R24]Recommendation 24
Ensure the psychological assessment process is culturally valid
QPS should engage a First Nations and/or culturally diverse psychologist with expertise in the cultural validity of psychological testing to review QPS’s psychological assessment processes and standards to ensure recruitment standards are not discriminating against women, First Nations or culturally diverse applicants. The review should apply to the psychological assessments and standards for the recruitment of general duties police officers and specialist units.
The review should:
consider whether QPS should appoint First Nations or culturally diverse psychologists to undertake assessments of, and give advice in relation to, the psychological suitability of First Nations and culturally diverse applicants
review QPS’s psychological assessment processes to ensure they are culturally valid for culturally diverse and First Nations applicants.
[bookmark: R25]Recommendation 25
Enable a more holistic assessment of potential police recruits
QPS should consider the current recruitment standards and decision-making to incorporate a holistic consideration of an applicant’s suitability and capacity to meet those standards. This may include ensuring an appropriate member of the Executive Leadership Team can make a final decision on their suitability having considered all relevant information.

Developing and valuing a diverse, high-performing workforce
[bookmark: R26]Recommendation 26
Amend the Police Service Administration Act 1990
Within 12 months, the Queensland Government should introduce legislation amending the Police Service Administration Act 1990 (Qld) to:
align with the principles underpinning recruitment and selection and the requirements for employment on merit and for equity and diversity set out in the Public Sector Act 2022 (Qld)
allow police officers of all ranks to be appointed to a police officer ‘rank’ and also to a police officer ‘position’.
Depending on the final wording adopted in the legislative amendment recommended above, the Queensland Government should also consider whether section 5.2(2)(b) of the Police Service Administration Act 1990 (Qld) is consistent with the Anti-Discrimination Act 1991 (Qld), and the extent to which it requires amendment.
[bookmark: R27]Recommendation 27
Consult with the Public Sector Commission following legislative changes
If the recommended amendments to the Police Service Administration Act 1990 (Qld) are made, QPS should update relevant directives, policies and any other internal governance documents in consultation with the Public Sector Commission.
[bookmark: R28]Recommendation 28
Bring career advancement into alignment with the Public Sector Act 2022
As part of the systematic audit of policies and procedures (see recommendation 4), QPS should undertake a review of its selection criteria, policies and guidance materials that relate to career advancement, including recruitment, promotions, higher duties and performance, in line with its obligations under Chapter 2 of the Public Sector Act 2022 (Qld).
The review should consider:
ensuring QPS selection criteria recognise skill sets of police from diverse backgrounds
ensuring selection processes are equitable for police from diverse backgrounds
ensuring selection criteria and processes consider both positive and negative past performance
options to improve recruitment and selection processes to ensure accessibility, inclusion and cultural safety throughout the process - for example, by providing adjusted processes and procedures for police from diverse backgrounds
ensuring selection panel diversity has appropriate gender balance and cultural competency, and addresses panel members’ unconscious biases
how processes can be improved to increase self-identification of protected attributes during a promotion process
how the number of police from diverse backgrounds being offered development opportunities through relieving and higher duties could be increased.

[bookmark: R29]Recommendation 29
Improve the use of performance management processes
QPS should implement strategies to increase the level of meaningful engagement with the performance management system.
QPS should review and consider ways its performance management system can be improved to:
better equip managers and leaders to have difficult conversations
prioritise and recognise respectful and inclusive conduct
identify ways the skill sets of police from diverse backgrounds can be recorded and rewarded 
align relieving and higher duties opportunities with reward and incentive programs.
[bookmark: R30]Recommendation 30
Align performance and selection processes
QPS should review its performance and selection processes, including for relieving and higher duties, to consider ways performance metrics recorded in the performance management system can be provided to panels as part of selection processes.
[bookmark: R31]Recommendation 31
Create transparent structures for acting and relieving opportunities
QPS should review its policies and procedures around appointment to acting and relieving opportunities, to ensure appointments are transparent, equitable and non-discriminatory. This review should consider ways the transparency of decisions can be increased by requiring work units to capture and appropriately report on information about who is relieving or appointed to higher duties, as well as who is eligible to be appointed to relieve or be appointed to higher duties.
Enabling flexible and inclusive workplaces
[bookmark: R32]Recommendation 32
Normalise flexible work
QPS should retain the current policy approach that does not require a reason for requesting flexible work.
Within 12 months of this report, QPS should implement trial sites to test different forms of flexible work in different operational environments.
QPS should educate and train all QPS members with supervisory responsibilities and provide dedicated human resources support in:
explaining the benefits of flexible work for individuals, teams and QPS
how to manage flexible teams
what are ‘reasonable business grounds’ as a basis for refusal.
As part of the general communications about diversity and inclusion, QPS should profile success stories of officers accessing flexible work.
When next considering the QPS rostering system, managing flexibility should be a key criterion in deciding which product to adopt.

[bookmark: R33]Recommendation 33
Strengthen flexible work governance structures
QPS should initiate a Community of Practice with at least two other agencies that are also implementing flexible work in 24/7 work environments and should meet at least twice a year.
QPS should review the Flexible Work Committee’s terms of reference to re-orientate the focus of this governance structure toward taking a more proactive, future focused and strategic approach to embedding flexibility across the workforce, particularly sworn police. The terms of reference should confirm that it:
can deal with all forms of flexible work, not just part-time hours
is responsible for monitoring progress on uptake of flexible work arrangements and evaluating whether flexible work arrangements are having positive effect on metrics such as staff turnover, absenteeism and staff wellbeing.
Commencing within 12 months of this report, the Flexible Work Committee should report to the Commissioner every six months on whether stations, districts and regions are increasing the overall uptake of flexible work and, if they are not, what actions the Committee recommends for improvement.
QPS should ensure collection of data and reporting to the Deputy Commissioner who is responsible for workplace equality on:
number of applications for flexible work arrangements and approvals/refusals
type of flexible work arrangements being applied for
demographic breakdown and station/work unit breakdown of applications/refusals
type of work being done prior to a flexible work arrangement and type of work done under the flexible work arrangement (to see if a flexible worker is being disadvantaged)
number of promotions and training opportunities given to officers on flexible work arrangements
whether Working for Queensland results in relation to flexible work have improved.
[bookmark: R34]Recommendation 34
Improve flexible work policies
QPS should update the Flexible Working Arrangements policy, including to clarify that applications can only be refused based on ‘reasonable business grounds’. The policy should articulate in more specific detail considerations that should apply and include a checklist for managers to complete to assist with decision-making.
QPS should draft and implement guidelines about flexible work arrangements other than part-time hours.
QPS should update the Flexible Hours Agreements (Part Time) Guidelines with a view to:
highlighting that any extra hours above the part-time arrangements are only to be done by mutual agreement between the officer and their manager
clarifying that applications can only be refused based on ‘reasonable business grounds’
allowing approval of applications to be done by the applicant’s manager but that any refusal be signed off by the next level in the chain of command and then decided by the relevant committee if a dispute remains
including a mandatory review of flexible work arrangements every 12 months.

[bookmark: R35]Recommendation 35
Improve workforce planning
QPS should improve workforce planning by:
acting on the assumption that a significant proportion of the workforce will require flexibility and/or extended leave at some point in their career
forecasting what proportion of the workforce will require flexibility and/or extended leave at any point in time
embedding workplace flexibility and extended leave into future workforce planning mechanisms.
QPS should trial a reliever pool or other mechanism that allows for backfilling of members on extended leave.
[bookmark: R36]Recommendation 36
Make workplaces more inclusive
QPS should ensure that annual operational plans for stations include strategies to build team and workplace culture in an inclusive way, developed in consultation with members.
QPS should ensure that, in any future construction or renovation of physical spaces, the needs of a diverse workforce should be considered.
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[bookmark: C1a]Our starting point
The Commission set out to identify the positive steps QPS should take to be a more equal workplace in which women, First Nations and culturally diverse police are valued and included.
Based on the findings in the Commission of Inquiry, our starting point was that discrimination is occurring and impacting the entire culture of QPS. Giving those findings, our review was not focused on identifying the nature and prevalence of discrimination in QPS. Rather, we sought to understand why discrimination is continuing and what is holding QPS back from workplace equality.
We focused on the system, seeking to identify how the structures, processes, culture and other elements of QPS work together to create a higher risk of discrimination and what steps can be taken that will enable change.
[bookmark: C1b]Benefits of workplace equality
Greater equality has benefits for every workplace. Addressing workplace equality is a business and operational imperative for QPS. We highlight four key benefits that will support QPS to keep its people safe and the community safe.
[bookmark: C1b1]Address workforce shortages
In today’s highly competitive labour market, making QPS a more attractive place to work is essential to addressing workforce shortages and ensuring QPS has enough police to do the job. Put simply, without change, QPS will not be a place that women, First Nations and culturally diverse people want to work.
By addressing barriers that prevent diverse individuals from becoming police officers, QPS can draw from a deeper pool of talent in recruiting new police across Queensland.
It will also help QPS to keep people in the job for longer, retain members and lower the rate of attrition. Most QPS members are highly motivated and driven to serve the community. However, negative experiences at work impact their job satisfaction, engagement and ultimately their decision to stay or leave.
Key factors that drive retention include a healthy work-life balance, a sense of camaraderie among peers, and feeling like everyone belongs in the organisation. At their core, each of these factors is influenced by workplace equality.
Police are more likely to stay with QPS if it creates an inclusive work environment where police feel valued and supported. Increased retention will assist QPS’s organisational capacity and support its ability to keep the right people in the right place, at the right time.[endnoteRef:12] [12:  Queensland Police Service, Strategic Plan 2024–2028 (2024) 2.] 

[bookmark: C1b2]Build a safer, more productive workplace
Workplace equality helps to create fairer workplaces by fostering a culture of respect and inclusion. When police from different backgrounds, experiences and perspectives come together, it breaks down biases and encourages fair treatment for all.
Inclusive workplaces are safer workplaces. One of QPS’s key strategic objectives is to build an engaged and capable workforce that prioritises the health, safety and wellbeing of its members.[endnoteRef:13] Improving diversity helps to reduce workplace harms, such as discrimination, that negatively impact individuals and the organisation. Ultimately, the initiatives proposed in this report aim to ensure police are engaged and productive and help reduce absenteeism, low commitment, turnover, and physical and mental health impacts of the difficult job police face every day.
 [13:  Queensland Police Service, Strategic Plan 2024–2028 (2024) 1.] 

It’s about looking after those who look after Queenslanders.
I like looking after the younger police … Female officers will tell me stuff that they won’t tell the boys. The officers I work with know that I genuinely care about their welfare … I think as a female and a mother, you’ve got a lot of skills in dealing with people and looking after people.[endnoteRef:14] [14:  Confidential conversation, participant 39, November 2023.] 

[bookmark: C1b3]Create a capable and modern police service
Policing is becoming more complex. This is due to a range of factors, including technological changes and the police service’s involvement in tackling complex social issues. This has required police to develop new sets of skills beyond those historically felt to be most important in policing.
By not having different people around, we inhibit the way we approach things.[endnoteRef:15] [15:  Confidential conversation, participant 86, February 2024.] 

Police from diverse backgrounds bring unique skills and experiences to the job.
Policing is all about communication and de-escalation … I think that’s why women are better. They have higher emotional intelligence overall ... It’s just my lived experience I’ve observed over the years.[endnoteRef:16] [16:  Confidential conversation, participant 132, May 2024.] 

This fundamentally strengthens QPS’s capability and operational effectiveness, driving better policing outcomes. The Commission of Inquiry found that sexist and misogynistic attitudes negatively impact on QPS responses to domestic and family violence.
When teams are inclusive, are cohesive and value the different strengths that each member brings, they can work smarter and more effectively.
[Leadership] see me as an asset because the Indigenous people around town consult and engage with me a bit better.


Narrative
Cristina’s* story
*Not their real name
Cristina is a retired QPS officer with extensive experience in frontline policing.
Cristina told us about an instance when the policing skills she brought as a woman officer were overlooked by those who valued a more masculine approach to policing.
Cristina and another female officer had been first to arrive on scene at a serious domestic violence incident. She and the other officer had managed to successfully de-escalate the situation by communicating calmly with both parties.
Shortly after, their male colleagues arrived on the scene.
Next minute, all the guys come in to back us up. But it was just absolute mayhem. Now they’re wrestling on the floor and fighting and whatever … I remember we both walked out that night and said: ‘If only they’d left it to us’.
During her time with QPS, Cristina viewed diversity as a strength and actively recognised the unique skills each officer brought to their role.
She told us,
I had the belief that every police officer I met was good at something … We were all good at different things, and that’s why you had to work together.


[bookmark: C1b4]Enhance community trust
Being multilingual is a huge advantage for the QPS.[endnoteRef:17] [17:  Confidential conversation, participant 60, December 2023.] 

A more diverse workforce creates a solid foundation for QPS to better reflect the community it serves.
By reflecting the diversity of the Queensland population, QPS can better address the needs of different groups within Queensland’s communities.
When members from the community know there is an employee in Queensland Police Service from their country, they are a lot more inclined to engage with police.[endnoteRef:18] [18:  Confidential conversation, participant 109, April 2024.] 

Review participant
Greater diversity and cross-cultural capability are essential for building trust within the community. People who trust the police are more likely to cooperate and to report crimes and their own victimisation.[endnoteRef:19] [19:  Mohammed M Ali, Stephane Shepherd and Berhan M Ahmed (Shiday), ‘Promoting Trust and Police Legitimacy in African Australian Communities: A Critical Reflection on Community Engagement Strategies and Practical Recommendations for Police’ (2023) 25(1) International Journal of Police Science & Management 116-30 <doi.org/10.1177/14613557221145593>.] 

If I can make it just 5% better for the next generation of police and unsworn members that are coming up, especially for our members that we are sending out to our [First Nations] communities, if I can make it better for them it’s better for the community and it helps reframe that relationship.[endnoteRef:20] [20:  Confidential conversation, participant 103, April 2024.] 

[bookmark: C1c]Workplace equality is achievable, but will not be easy
The Commission knows that achieving workplace equality will not be easy and that this work will require QPS to grapple with difficult issues.
We know there is unprecedented strain on recruitment in all Australian police forces and internationally. We know there is increasing demand and pressure on QPS and acknowledge the critical services that police deliver to keep our communities safe.
This Review cannot address all the internal and external challenges QPS is facing. However, we are confident that the changes proposed will create better outcomes for the thousands of dedicated police who go above and beyond to serve Queensland every day.
We know that this is a long-term journey and that addressing the issues raised in this report will take time. There are no quick fixes or blueprints to follow for QPS to get this right. It will require dedication over time and involve an element of trial and error.
Achieving a safe and inclusive workplace will require the collective effort of QPS leadership, police across all levels of the organisation and key stakeholders, including unions and the Queensland Government.


[bookmark: C1c1]QPS is facing increased operational pressures
Workplace and operational pressures are keenly felt at all levels of QPS and exacerbate systemic factors that limit equality.
To fill shifts 24 hours a day, seven days a week, 365 days a year, it is very challenging.[endnoteRef:21] [21:  Confidential conversation, participant 91, March 2024.] 

Filling shifts is a real challenge for QPS, especially in general duties and smaller stations, many of which have unfilled vacancies. This places pressure on frontline officers, who work extended hours and are highly conscious of the impact of leave on their team.
I was on call every single night … When there is a big job on, you just work. I’ve worked 22 hours straight before.[endnoteRef:22] [22:  Confidential conversation, participant 56, December 2023.] 

It also contributes to scepticism about those who take leave or engage in flexible work, which increases pressure on officers-in-charge and impacts their approach to flexible work. These operational pressures strain cohesion in the workplace and contribute to sexism, racism and other harmful behaviour, which contribute to further absenteeism and loss of productivity.
You basically are on call most of the time, and women with young families just can’t sustain it.[endnoteRef:23] [23:  Confidential conversation, participant 92, March 2024.] 

These pressures are magnified by the political environment, in which crime and the police response have been high on the agenda.
However, alleviating operational pressures and meeting demand are significant reasons for QPS to support diversity and inclusion initiatives. Greater workplace equality can help address workplace shortages. Further, by increasing flexibility for police who are going through key life stages such as parenthood, QPS can ease the burden police face by retaining and getting the most out of its members.
[bookmark: C1c2]The job is challenging, and it’s changing
Changes to QPS’s operating environment have seen police take on an increased volume of work in responding to domestic and family violence and other complex social issues. These changes have impacted the frontline workforce, contributing to a sense of overwhelm due to the heightened psychological and administrative demands of the job.
Police told us that the lack of variety in their day-to-day work contributes to fatigue and burnout, reduces their capacity to undertake proactive policing projects, and impacts their overall job satisfaction. We also heard that the changing workplace culture means that informal support systems and camaraderie are no longer the protective factor they once were.[endnoteRef:24] [24:  Site visits.] 

General duties is probably the most challenging area in policing at the moment … Their work list is just domestic violence, domestic violence, domestic violence … It’s relentless.[endnoteRef:25] [25:  Confidential conversation, participant 109, April 2024.] 

There appears to be a disconnect between expectation and experience for police in Queensland. Those who joined QPS with the idea of providing traditional community service and law enforcement are unlikely to have anticipated the frequent exposure to domestic and family violence, and this misalignment is impacting the retention of new police.[endnoteRef:26] [26:  Site visits.] 

We are losing numbers because you’re getting people come in and wanting to help the community and be police officers, [yet they are] doing domestic violence … They’re gone after three to four months.[endnoteRef:27] [27:  Confidential conversation, participant 117, April 2024.] 

Cultural, linguistic, socio-economic and other factors can increase the complexity of individual domestic and family violence matters. These more complex matters require an even more sophisticated policing response.
Diverse teams are well equipped to respond to complex social issues by providing the cultural insights and communication skills needed to balance the needs of different communities.[endnoteRef:28] [28:  Elizabeth Broderick & Co., Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police (Report, 2016) 6.] 



[bookmark: C1c3]Change will require QPS to confront difficult issues
Many of the issues discussed in this report are longstanding. They stem from historical legacies, embedded and reinforced over many years. Some have been too difficult and complex for QPS to deal with and have been given low priority amidst the other demands and issues that QPS faces.
Compounding this, QPS has comparatively low rates of turnover among its sworn workforce, with many police staying in the job for a large portion, if not all, of their career. This limits the influence of ideas and values from other sectors and new generations of police. However, this is changing, as turnover has doubled from 2.7% to 5.5% in the last four years.[endnoteRef:29] Some of the changes that QPS needs to make will challenge norms and expectations that certain police value. For example, changes to promotion and career development processes may be perceived as threatening career progression expectations, particularly those of long-serving police. [29:  Queensland Police Service workforce data, 31 January 2024.] 

Confronting these difficult issues may not always be popular, but QPS will need to show the leadership and vision to bring the workforce along on the journey.
[bookmark: C1d]Four key challenges holding QPS back from achieving workplace equality
Through the Review we heard about a range of challenges relating to QPS’s culture, structures, processes and people. Current and former police officers shared unique stories and views that reflect shared elements of broader organisational issues. These stories, while deeply personal, reveal patterns of entrenched systems that perpetuate discrimination, creating an environment in which inequality persists. Collectively, these experiences point to a need for structural reform and cultural shifts within the organisation to foster inclusion and fairness for all members.
Drawing on all forms of consultation we conducted across the Review, we identified four key challenges that connected and explained many of the things we heard and observed.
These four challenges help to explain why QPS has struggled to recruit and retain women, First Nations and culturally diverse police, and reflect the Queensland community. They also pinpoint the key systemic challenges that need to be resolved for QPS to succeed in becoming a more equal workplace. While they do not capture everything we heard and observed, they underpin many of the issues discussed in this report.
[bookmark: C1d1]1. The ‘ideal’ police officer is not diverse
Policing in Queensland has historically been dominated by white men. Throughout its history, QPS has been mostly made up of white male police officers who have, in turn, also occupied almost all its leadership positions.
Inevitably, this has left a lasting imprint on the organisation, shaping its culture and ways of working. It has led to a particular identity being valued in the organisation – one that lines up with masculine norms, including competitiveness, assertiveness, confidence, self-reliance, and prioritisation of work over other commitments. This also shapes perceptions about what types of police work are important and who is best suited to perform them. These characteristics are not shared by many diverse officers and, in fact, do not represent many men in QPS.
QPS’s culture and ways of working form a cycle that reinforces this by rewarding behaviour consistent with these norms and excluding behaviour that does not fit the mould. For example, career pathways favour officers (mostly men) who model these norms in their police work, social life and leadership style. Diverse officers need to assimilate and perform these values if they want to get ahead. It also makes it harder for diverse officers to speak up about discrimination, as it leaves them on the outer.[endnoteRef:30] [30:  K Linklater, ‘Inclusion Capital: How Police Officers are Included in their Workplaces’ (2022) 12 Societies 128 <hdoi.org/10.3390/soc12050128>.] 

This is not unique to QPS or entirely of its making
In many ways, this image of the ideal police officer mirrors social norms and community expectations of the police – men who turn up to a do a tough job and protect the community.[endnoteRef:31] There is a common perception that policing is a ‘naturally’ masculine occupation that certain men gravitate to.[endnoteRef:32] [31:  P Brough, S Chataway and A Biggs, ‘“You Don’t Want People Knowing You’re a Copper!” A Contemporary Assessment of Police Organisational Culture’ , (2016) 18(1) International Journal of Police Science & Management 28–36.]  [32:  T Miles-Johnson and S Fay, ‘“Being Diverse and Being Included, Don’t Go Together in Policing” – Diversity, Inclusion, and Australian Constables’ (2022) 12(4) Societies 100 <doi.org/10.3390/soc12040100>.] 

This perception is also reinforced by operational pressures and work systems in QPS. Increasing operational demand sustains an increasing need and focus for ‘bodies on the ground’. Due to the way staffing and rostering is managed, providing flexible work arrangements decreases the resources available on the ground and makes rostering more complex. Officers who need part-time or flexible work arrangements to manage caring or other responsibilities are perceived as letting the team down.
During our Review we observed that, while these norms have been cemented over many years and remain deeply embedded in QPS, they are shifting. Diverse officers and new generations of police are influencing change but still need to conform to fit in. Our survey of attitudes towards diversity and inclusion in QPS found that recruits were more likely to value diversity and be open to equity initiatives than ranked police. This suggests that, as officers spend time in QPS, their attitudes shift and adapt to the organisational norms and expectations.
The norm of the ‘ideal’ police-man has several negative impacts for QPS
Diverse officers feel like they need to conform to fit in, which is a recognised barrier in policing, and they are not able to bring their full, authentic selves to work.[endnoteRef:33] Meanwhile, officers from the majority group clearly see diverse officers as different or ‘other’, and new officers learn and tend to adopt the majority view. This is a barrier to diverse officers joining and staying in QPS, undermines workplace cohesion and means that QPS does not bring the best out in its workforce. Modern police work is changing and requires teams with a wider set of skills than those found in the traditional model of policing. [33:  K Linklater, ‘Inclusion Capital: How Police Officers are Included in their Workplaces’ (2022) 12 Societies 128 
<doi.org/10.3390/soc12050128>.] 

It also creates an environment that increases the risk of discrimination. Informal cultural power is concentrated in white male officers, creating power imbalances that can lead to discriminatory behaviour and prevent it from being challenged. When the stereotype of the ‘ideal’ police officer and ways of working come under perceived threat – by diverse officers and others that challenge the status quo – exclusion and discrimination can be ways to defend the identity and maintain established power structures.[endnoteRef:34] Diverse officers may even discriminate against others to fit in and get ahead. [34:  JL Berdahl, ‘Harassment Based on Sex: Protecting Social Status in the Context of Gender Hierarchy’ (2007) 32(2) The Academy of Management Review 641–58 <doi.org/10.2307/20159319>.] 

This picture highlights the complex nature of the challenges QPS faces, which are deeply embedded in its history, culture and ways of working. Throughout the Review, we observed increasing awareness of this and willingness to change among leaders and officers in QPS.
[bookmark: C1d2]2. It’s not just a few bad apples – discrimination is systemic
Women, First Nations and culturally diverse police continue to face widespread and systemic discrimination in QPS. Too often diverse police who work to keep Queenslanders safe are not safe and are discriminated against in their own workplace.
Most diverse police we spoke to had experienced workplace discrimination. They shared a wide spectrum of experiences, ranging from repeated negative interactions that built up over time to serious, traumatic incidents. Some police had normalised experiences of discrimination and did not recognise or identify it as discriminatory. Some accounts were harrowing.
While we were often told the workplace had improved, we heard about many incidents that were recent and ongoing. Many officers also reflected on how their earlier negative experiences had a long legacy, undermining their trust in the organisation and their colleagues, especially when they did not see change occurring. We often heard that QPS was like a family. Discrimination from within had a more painful and lasting impact than discrimination they may have experienced from the public.

Systems produce what they are designed to produce, and right now, QPS’s systems disadvantage and discriminate against diverse police
There is a common misconception that discrimination involves direct, intentional, individual-level actions and interactions. However, these are the tip of the iceberg. Workplace discrimination is often deeper and wider than that – it is the outcome of systems, processes and practices developed and reinforced over time, which shape rather than stem from individual behaviours.[endnoteRef:35] [35:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29 (1) Metropolitan Universities; E Perry, C Kulik, F Golom and M Cruz, ‘Sexual Harassment Training: Often Necessary But Rarely Sufficient’ (2019) 12 Industrial and Organizational Psychology 89-92.] 

When the ‘ideal’ officer is not diverse, a cultural expectation develops that members should express this identity, and other characteristics are rejected or supressed. In these environments, discrimination is not just about isolated, intentional acts by people who may be thought of as ‘racist’ or ‘sexist’ – it is also a product of an environment and culture that has a long and complex history. In this way, discrimination can be generated and sustained by the system itself, rather than only being the outcome of people who are overtly discriminatory.
Operational demands of a police officer are significant. As Judge Deborah Richards observed in her report of the Commission of Inquiry’s findings, police carry the weight of protecting the community, often in difficult circumstances and often without thanks.[endnoteRef:36] The Commission shares this observation. In fact, we have learnt that these challenges and the nature of policing itself can make discrimination more likely. And it can also magnify the devastating impacts of discrimination on diverse police and QPS. [36:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022), foreword.] 

Identifying systemic discrimination does not mean that all or even most police discriminate
The systemic nature of discrimination in QPS means that discrimination is able to thrive and continue, including in subtle forms, reproduced by organisational structures and concealed by a culture of silence. It also means that policies and practices that may seem neutral in fact perpetuate and reinforce disadvantage for diverse police, because they originate in a cultural system that values a particular identity and may serve to protect it.
Addressing systemic discrimination therefore requires a fundamental shift from QPS. Leaders in QPS need to understand and acknowledge the systemic nature of the problem. They also need to reflect deeply on the nature of the problem, including how it has shaped their own experiences in the organisation, and evolve their understanding. From that place, they can then accept their role in this issue and take responsibility for leading systemic change. For some, this may be an uncomfortable process.
QPS does need to root out problem individuals and firmly respond to instances of discrimination, and doing so is vitally important. However, this alone will not be sufficient.
[bookmark: C1d3]3. The organisation is stuck in the ‘merit trap’
Queensland’s police officers do not reflect the Queensland community. Despite small increases in diversity over time, women, First Nations and culturally diverse police are chronically under-represented, especially at senior levels. The implications for QPS extend beyond the demographics of its workforce. Lack of diversity limits diversity of thought and innovation, contributes to talent drain and impacts policing outcomes.
Across our Review, we identified that one of the key challenges holding QPS back is how ‘merit’ is understood, mythologised and implemented in the organisation. Throughout the Review, we heard that merit is a core value in QPS. The organisation prides itself on being a meritocracy in which all officers are treated the same. Indeed, laws governing QPS embed this notion of merit as the key principle guiding recruitment and promotion decisions, implementing recommendations from the Fitzgerald Inquiry to address seniority-based appointments.[endnoteRef:37] [37:  Police Service Administration Act 1990 (Qld), s 5.2; Report of a Commission of Inquiry pursuant to orders in Council, dated 26 May 1987, 24 June 1987, 25 August 1988, 29 June 1989 (Report, 1989), 253; Queensland, Parliamentary Debates, Legislative Assembly, 20 March 1990, 451 (Terry Mackenroth, Minister for Police and Emergency Services).] 

By being so blind to diversity, ‘merit’ does not overtly discriminate but produces unequal outcomes
This notion of merit – that everyone is treated the same based on their ability and experience – sounds fair to many, on the surface. However, it conceals biases that disadvantage diverse police and preserve the status quo.
We are inherently drawn to those who think, look and act like us.[endnoteRef:38] This produces a range of unconscious biases, including a preference for candidates who reflect our values and confirm our beliefs.[endnoteRef:39] These biases influence the standards set for candidates as well as how they are assessed, which necessarily involves subjective judgement.[endnoteRef:40] In QPS, this favours those who resemble the ideal police officer, and these people have also tended to receive most career development opportunities. In this way, equal treatment is never objectively equal. We often heard from male officers that measures to address inequalities for police from diverse backgrounds, such as targeted leadership courses, would be unfair.[endnoteRef:41] [38:  Champions of Change Coalition, In the Eye of the Beholder: Avoiding the Merit Trap (Report, June 2024) 4.]  [39:  Champions of Change Coalition. In the Eye of the Beholder: Avoiding the Merit Trap (Report, June 2024) 4.]  [40:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181.]  [41:  Site visits.] 

Minimising differences in the pursuit of equal treatment ignores these systemic biases.[endnoteRef:42] At the same time, this notion of merit represents a barrier to change: it fundamentally contradicts the rationale behind policies and practices that seek to explicitly address disparities and provide targeted resources to diverse employees.[endnoteRef:43] [42:  LM Leslie, JE Bono, YS Kim and GR Beaver, On Melting Pots and Salad Bowls: A Meta-analysis of the Effects of Identity-blind and Identity-conscious Diversity Ideologies’ (2020) 105(5) Journal of Applied Psychology 453–71 <doi.org/10.1037/apl0000446>.]  [43:  LM Leslie, JE Bono, YS Kim and GR Beaver, On Melting Pots and Salad Bowls: A Meta-analysis of the Effects of Identity-blind and Identity-conscious Diversity Ideologies’ (2020) 105(5) Journal of Applied Psychology 453–71 <doi.org/10.1037/apl0000446>.] 

Merit must be redefined
QPS will need to dismantle these structural disadvantages to access the best talent and get the most out of its workforce. Merit must be redefined so that QPS is able to identify the person who is best suited to the job in the context of the organisation’s wider objectives, including reflecting the community it serves. This will need to involve addressing unconscious bias and reviewing how merit is assessed, as well as introducing positive measures to ensure diverse police have a fair opportunity, such as organisational targets and support. In short, QPS can no longer be blind to diversity if it seeks – as it must – to leverage diversity to enhance its a strategic performance.
This journey will be challenging. Merit is carefully protected by QPS members and closely associated with firmly held beliefs around fairness, understood as equal treatment and no differential treatment. We heard that any change to policies or differential treatment would be perceived by many as ‘lowering standards’.[endnoteRef:44] In a meritocracy, this narrative provides a way to reject diverse officers and uphold the status quo. [44:  Confidential conversations, participants 115, 117 and 127.] 

Many diverse police we spoke to were understandably wary of any change that would see them being unfairly tarnished as lacking merit or not being up to standard. For example, we heard that women recruited during and after QPS’s 50:50 gender equity recruitment strategy felt they had to ‘re-justify their rank’ and their basic competence because others thought they were unfairly recruited based on their gender.[endnoteRef:45] We also heard from senior women that were targeted, including through upward bullying, because they had got a ‘free ride’ due to their gender.[endnoteRef:46] [45:  Confidential conversation, participant 95, March 2024.]  [46:  Confidential conversation, participant 125, May 2024.] 

The unwanted negative effects stemming from the notion of merit are made more complex by the highly competitive promotion environment in QPS, in which large numbers of officers compete for relatively few positions, especially at Sergeant level. Some officers may feel that any change is unfair and harms their prospects for progression. Committed, sustained leadership at the highest levels of QPS will be essential to re-envision the concept of merit in a way that ultimately fosters inclusion.


[bookmark: C1d4]4. Many police want change, but there is resistance to real change
Throughout the Review the Commission heard from many dedicated police officers – from all levels and backgrounds – who want real change. They are officers who joined the police motivated by the opportunity to serve the community, remain deeply committed to QPS and its mission, and have made significant personal sacrifices for this cause. However, their belief in QPS’s capacity for change is being tested.
The issues described in this report are longstanding and deeply entrenched in QPS’s systems and culture. Positive change requires reconstructing some of QPS’s most deeply held values and ways of working, permanently altering power dynamics and how benefits are distributed. We found that there is significant organisational and individual resistance to this type of change.
Any effort to effect systemic and cultural change to address inequality in an organisation is likely to encounter resistance.[endnoteRef:47] In police services, this often takes the form of values-based objections – that changes violate values such as quality, fairness and transparency.[endnoteRef:48] [47:  Michael Flood, Molly Dragiewicz and Bob Pease, ‘Resistance and Backlash to Gender Equality’ (2021) 56(3) Australian Journal of Social Issues 393, 400.]  [48:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181, 182.] 

We found high levels of resistance in QPS
Our survey identified high levels of resistance to measures to improve workplace equality. The survey identified a range of widely held views that represent barriers to change and can be understood as forms of resistance to advancing diversity and inclusion. Resistant views were most strongly held by QPS’s most senior leaders in the Executive Leadership Team[endnoteRef:49], non-commissioned officers and male officers. [49:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

Although QPS members generally value diversity, the survey observed the strongly held belief that everyone should be treated the same, based on merit. In turn, positive measures to uplift diverse police tend to be viewed as unfair. We also observed myths and misunderstandings about what constitutes fairness. Currently, QPS appears to view fairness as treating everyone the same, whereas in practice fairness can be implementing reasonable initiatives to correct for systemic disadvantage.
Overall, respondents opposed almost all positive initiatives that were presented. Opposition was greatest for stronger measures that more directly uplift diverse police, such as preferential recruitment and leadership development training. Over 74% of police opposed the idea of taking increasing diversity more seriously through targeted attraction and recruitment strategies. We heard that some of these views were reinforced and at times emboldened by the perceived failure of the 50:50 gender equity recruitment strategy.
The views expressed in the survey may therefore reflect officers’ negative experiences with this major initiative, alongside the fundamental tension between the notion of merit and differential treatment. Indeed, even ‘softer’ measures, such as providing networking and mentoring opportunities for diverse police and education for managers on supporting culturally diverse police, were opposed.
Resistance is a challenge but also a platform for change
The survey findings underline the challenges QPS faces in making change in an organisational environment that is highly resistant to change. However, it also revealed some green shoots and opportunities. Recruits expressed greater support for measures to improve workplace equality than ranked officers, indicating an opportunity to harness their views to support culture change. There was also less opposition among Inspectors and Superintendents than officers at other ranks, which may present an opportunity to create and work with influential champions in middle management.
QPS should not avoid making real change just because it will encounter resistance, and it should not use resistance as an excuse to keep things the way they are. Resistance is a sign that real change is occurring. It should be planned for and expected. When harnessed effectively, resistance can in fact be an important driver of change. It presents an opportunity to hear from officers who are unsure about or resistant to change and unpack and reframe values that are often unquestioned and subconscious.
If resistance is not effectively harnessed, not only will implementation of the reforms recommended in this report be imperilled but also diverse police could be exposed to backlash and harm, and this could set workplace equality efforts back. QPS’s recent experience managing the backlash from the 2016 strategy to promote 50:50 gender equity in recruitment is proof of this risk.
The lasting impacts of previous diversity initiatives
In November 2015, QPS introduced a 50:50 gender equity recruitment strategy into the Queensland Police Academy, providing a direction that ‘strategies be put in place to select not less than 50% females’ in police recruit intakes.[endnoteRef:50] [50:  Crime and Corruption Commission Queensland, Investigation Arista: A Report Concerning an Investigation Into the Queensland Police Service’s 50/50 Gender Equity Recruitment Strategy (Report, May 2021) 10.] 

The 50:50 gender equity recruitment strategy was implemented to address a comparatively low number of women in QPS – at that time, women made up only 26% of sworn officers.[endnoteRef:51] [51:  Crime and Corruption Commission Queensland, Investigation Arista: A Report Concerning an Investigation Into the Queensland Police Service’s 50/50 Gender Equity Recruitment Strategy (Report, May 2021) 10.] 

In the years that followed, QPS increased the number of female recruits from just below 23% in 2015 to 46% in 2016, and it achieved parity by 2017.
After the strategy was abandoned, the number of female recruits rapidly returned to pre-2016 levels.[endnoteRef:52] [52:  Crime and Corruption Commission Queensland, Investigation Arista: A Report Concerning an Investigation Into the Queensland Police Service’s 50/50 Gender Equity Recruitment Strategy (Report, May 2021) 37.] 

Two years later, a complaint from QPS staff to the Queensland Crime and Corruption Commission (CCC) triggered the two-year ‘Investigation Arista’, which in May 2021 concluded:
during the period December 2015 to October 2018, QPS engaged in “discriminatory recruitment practices” to achieve the 50% female recruitment target[endnoteRef:53] [53:  Crime and Corruption Commission Queensland, Investigation Arista: A Report Concerning an Investigation Into the Queensland Police Service’s 50/50 Gender Equity Recruitment Strategy (Report, May 2021) 10.] 

there is sufficient evidence to support disciplinary action against QPS Recruitment Section personnel
A participant in this review told the Commission that:
The result of [Investigation] Arista being published, and the media and statements around that, caused a lot of negative perceptions … about discriminating, particularly against men. There was a lot of [internal] commentary on Workplace and [another internal messaging system] about how women were getting promoted internally, not just recruitment, and men are hard done by.[endnoteRef:54] [54:  Confidential conversation, participant 72, February 2024.] 

The Investigation Arista report did not expressly address key provisions in Queensland’s anti-discrimination laws which exempt affirmative measures such as those directed at increasing the number of female recruits.[endnoteRef:55] It was therefore not apparent from the report the extent to which any of the alleged “discriminatory recruitment practices” may have fallen within the ambit of lawful affirmative action measures.[endnoteRef:56] [55:  In particular, the equal opportunity measures exemption in the Anti-Discrimination Act 1991 (Qld) s 105.]  [56:  The Commission afforded the Crime and Corruption Commission the opportunity to make submissions concerning aspects of the report referencing Investigation Arista. The Crime and Corruption Commission made two submissions outlining their position, dated 21 October 2024 and 25 October 2024. The Commission carefully considered both of the submissions made by the Crime and Corruption Commission in forming the views expressed in this report.] 



[bookmark: C1e]The costs of not addressing discrimination
It is a business imperative that QPS meet these challenges to reduce the costs of discrimination to its officers, its workplace and the community.
[bookmark: C1e1]Discrimination costs QPS
Discrimination has a range of consequences for organisations. These include:
workforce challenges such as turnover, low commitment, absenteeism, job dissatisfaction, and physical and mental health problems
reputational issues that undermine public perceptions and limit the potential to attract talent and investment
grievances, injuries and litigation
impacts on performance – in particular, the difficulty a member can have in providing high-quality service when they are being mistreated within an organisation.[endnoteRef:57] [57:  MJ Gelfland, LH Nishii, JL Raver and B Schneider, ‘Discrimination in Organizations’ in RL Dipboyle and A Colella (eds), Discrimination at Work: The Psychological and Organizational Bases (Psychology Press, 2004); ‘The impacts of workplace sexual harassment’, Respect@Work (Web Page) <www.respectatwork.gov.au/individual/understanding-workplace-sexual-harassment/impacts-workplace-sexual-harassment>; M Hebl, SK Cheng and LC Ng, ‘Modern Discrimination in Organizations’ (2020) 7 Annual Review of Organizational Psychology and Organizational Behavior 257–82 <doi.org/10.1146/annurev-orgpsych-012119-044948>; IA Smith and A Griffiths, ‘Microaggressions, Everyday Discrimination, Workplace Incivilities, and Other Subtle Slights at Work: A Meta-synthesis’ (2022) 21(3) Human Resource Development Review 275–99 <doi.org/10.1177/15344843221098756>.] 

We know there are significant social, emotional and economic costs of discrimination. It can lead to absenteeism, job dissatisfaction and psychological harm, as well as decreased productivity, increased turnover and administrative burdens.
It is a serious threat to QPS’s performance and ability to achieve its overall mission, affecting policing outcomes and community safety.
Operational impacts
A key theme highlighted during our consultation phase – particularly in our site visits, where we spoke with frontline and operational managers[endnoteRef:58] – was the sometimes overwhelming strain of ensuring there are adequate staff to fill each shift. [58:  Any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.] 

Workplace discrimination can lead to increased absenteeism, including unplanned leave or withdrawal from employment, by both those who experience discrimination and alleged perpetrators. This was a common theme we identified during our Review.[endnoteRef:59] [59:  Australian Human Rights Commission, Respect@Work: National Inquiry into Sexual Harassment in Australian Workplaces (Report, 2020) 282-3.] 

I went on sick leave and didn’t come back.[endnoteRef:60] [60:  Confidential conversation, participant 138, May 2024.] 

The Commission heard from many committed and resilient police who had left QPS, or were considering leaving QPS, following their experiences.
To be honest, I’m ready to quit ... I feel like I’m constantly hitting my head against a brick wall in terms of change.[endnoteRef:61] [61:  Confidential conversation, participant 66, February 2024.] 

We heard these impacts disrupt staffing levels, place additional pressure on the remaining workforce and risk compromising service delivery. Responding to this diverts valuable resources away from critical operational priorities.[endnoteRef:62] This has the effect of decreasing overall productivity and increasing administrative burdens on managers and supervisors, who are responsible for resolving these issues on top of their regular duties.[endnoteRef:63] [62:  Australian Human Rights Commission, Respect@Work: National Inquiry into Sexual Harassment in Australian Workplaces (Report, 2020) 285-6.]  [63:  ‘Workplace Sexual Harassment is Bad for Business’, Respect@Work (Web Page) <www.respectatwork.gov.au/sites/default/files/2022-08/Final_R%40W_WSH%20is%20bad%20for%20business.pdf>.] 

Impacts to workplace culture
Solidarity between officers is recognised as a defining feature of police culture.[endnoteRef:64] We were told that discrimination harms workplace culture and can erode team cohesion and morale. This is backed by the body of research linking police organisational stressors to officer wellbeing.[endnoteRef:65] This can diminish collaboration, support and communication among officers, perpetuating a cycle of disengagement and further exacerbating challenges for managers and supervisors. [64:  P Brough S Chataway and A Biggs, ‘“You Don’t Want People Knowing You’re a Copper!” A Contemporary Assessment of Police Organisational Culture’ (2016) 18(1) International Journal of Police Science & Management 28–36.]  [65:  A Purba and E Demou, ‘The Relationship Between Organisational Stressors and Mental Wellbeing Within Police Officers: A Systematic Review’ (2019) 19 BMC Public Health 1286 <doi.org/10.1186/s12889-019-7609-0>.] 

People are disgruntled, ready to leave. They have no one to go in and bat for them, no one fighting for their own personal wellbeing.[endnoteRef:66] [66:  Confidential conversation, participant 55, December 2023.] 

Witnessing the mistreatment of others has a range of negative effects, including diminished performance and acts of organisational citizenship, and increased withdrawal and intention to leave the organisation.[endnoteRef:67] [67:  LY Dhanani and ML LaPalme, ‘It’s Not Personal: A Review and Theoretical Integration of Research on Vicarious Workplace Mistreatment’ (2019) 45(6) Journal of Management 2322–51 <doi.org/10.1177/0149206318816162>.] 

Reputational damage
With perceptions of policy integrity falling across Australian police services generally,[endnoteRef:68] it is vital that QPS consider the impact that concerns of workforce discrimination may have in shaping the views of the public. This was reflected in concerns shared with us during the Review. [68:  ‘Report on Government Services 2024: 6 Police Services’, Australian Government Productivity Commission (Web Page, 28 May 2024) <www.pc.gov.au/ongoing/report-on-government-services/2024/justice/police-services>.] 

If members of the community actually knew some of the stuff that goes on, I think they would be absolutely mortified, because that’s not the police service that they think is out there protecting them.[endnoteRef:69] [69:  Confidential conversation, participant 78, February 2024.] 

Reputational risks arising from discrimination in the workforce include poor workforce morale, not being seen as an employer of choice, and reduced community trust. Over time, reputational harm can have lasting effects, including making it challenging to attract and retain new police.
He said to me, if you had a daughter that wanted to join the police, would you let her? I was like, absolutely not. And he said, why? And I said, because it’s the men in the police. That’s where the danger is … I would never recommend this job to anyone.[endnoteRef:70] [70:  Confidential conversation, participant 33, November 2023.] 

These issues were also reflective of a form of cognitive dissonance that participants sometimes shared with us – they grappled with the tension between the stated values and morals of QPS and their actual experience of the workplace. The QPS Integrity Framework emphasises that ‘our most valuable asset in policing Queensland is our reputation and the confidence and trust that inspires in the community’,[endnoteRef:71] yet for many participants this was not a reality. [71:  Doc.172, Queensland Police Service Standard of Professional Practice, 5 September 2022, 5.] 

[bookmark: C1e2]Discrimination harms the wellbeing of officers
Workplace discrimination – both overt, direct discrimination and indirect discrimination that is more subtle in nature – can have profound and devastating personal impacts.[endnoteRef:72] These impacts can accumulate over time, can be interconnected in complex ways, and are shaped by both the work environment and the social contexts in which discrimination occurs.[endnoteRef:73] [72:  KP Jones CI Peddie, VL Gilrane, EB King and AL Gray, ‘Not So Subtle: A Meta-analytic Investigation of the Correlates of Subtle and Overt Discrimination’ (2016) 42(6) Journal of Management 1588–613 <doi.org/10.1177/0149206313506466>.]  [73:  A McLeod and Y Herrington, ‘Valuing Different Shades of Blue: From Diversity to Inclusion and the Challenge of Harnessing Difference’ (2017) 6(3) International Journal of Emergency Services 177-87; LM Cortina, ‘Unseen Injustice: Incivility as Modern Discrimination in Organizations’ (2008) 33(1) The Academy of Management Review 55–75 <doi.org/10.2307/20159376>.] 

Discrimination is experienced differently by everyone, and the Commission observed that there was no uniform response among police. While some participants expressed significant impacts, others did not perceive themselves to have been harmed by their experience.
The prevalence and impact of discrimination can also be compounded for those with multiple, intersecting attributes.[endnoteRef:74] We heard limited perspectives on intersectionality during this Review. This is because workforce data shows that, of QPS’s total sworn workforce, 1.57% (190 officers) identify as culturally diverse women or First Nations women.[endnoteRef:75] For those participants we did consult who had multiple attributes, intersectionality was not a focus of the discussion. [74:  See Chapter 2 for limitations relating to intersectionality.]  [75:  Queensland Police Service workforce data, 31 January 2024.] 

In considering these impacts, the Commission understand that impacts of discrimination are not always possible to disentangle from other experiences, including occupational stress inherent in frontline policing.
The mental and physical toll
The critical impact of discrimination on mental and physical health is well documented. Research suggests, for example, that targets often experience multiple forms of harassment, which are each associated with a host of negative outcomes that have compounding effects on physical and mental health.[endnoteRef:76] Discrimination can be a chronic stressor that persists and evolves over time, depleting the mental and emotional resources available to deal with the demands of policing.[endnoteRef:77] [76:  A Colella, M Hebl and E King, ‘One Hundred Years of Discrimination Research in the Journal of Applied Psychology: A Sobering Synopsis’ (2017) 102(3) Journal of Applied Psychology 500–13 <doi.org/10.1037/apl0000084>; JL Raver and LH Nishii, ‘Once, Twice, or Three Times as Harmful? Ethnic Harassment, Gender Harassment, and Generalized Workplace Harassment’ (2010) 95(2) Journal of Applied Psychology 236–54 <doi.org/10.1037/a0018377>.]  [77:  SE Hobfoll, J Halbesleben, J-P Neveu and M Westman, ‘Conservation of Resources in the Organizational Context: The Reality of Resources and Their Consequences’ (2018) 5 Annual Review of Organizational Psychology and Organizational Behavior 103–28 <doi.org/10.1146/annurev-orgpsych-032117-104640>.] 

We heard about the serious toll that discrimination and the organisation’s response to it had on their mental health and overall wellbeing. We also heard about a spectrum of negative impacts like post-traumatic stress disorder, depression, anxiety and other mental health conditions requiring treatment. Some officers also told us that they had endured significant periods of exhaustion and isolation following negative workplace experiences.

I’ve had to seek psychological help, needed medication, felt depression, anxiety, taken … stress leave, even now I feel paranoid at work sometimes and about colleagues.[endnoteRef:78] [78:  Confidential conversation, participant 59, December 2023.] 

We also heard from officers who had experienced a range of consequences for their physical health, including suicidal thoughts, substance use and reduced physical activity.
No motivation for me going to gym, drinking too much alcohol. And it all was a snowball effect … I don’t even take Panadol, and I was eating Valium.[endnoteRef:79] [79:  Confidential conversation, participant 120, April 2024.] 

Interpersonal impacts
The impacts of discrimination can extend beyond the workplace, spilling over into personal relationships.[endnoteRef:80] Some officers reflected that their experiences had damaged relationships with their partners and family, and others told us that they had been left feeling unsupported by coworkers and managers. [80:  AM Dionisi and J Barling, ‘Spillover and Crossover of Sex-based Harassment from Work to Home: Supervisor Gender Harassment Affects Romantic Relationship Functioning via Targets’ Anger’ (2015) 36(2) Journal of Organizational Behavior 196–215 <doi.org/10.1002/job.1969>.] 

I don’t trust anybody. I’ll go to work and give them 100% while I’m at work, and then I go home … It affected my relationship with my husband.[endnoteRef:81] [81:  Confidential conversation, participant 108, April 2024.] 

Values misalignment
It’s a very bittersweet kind of experience. I love it. I love my job. But also I can see there’s a lot of underlying major cultural issues within the organisation.[endnoteRef:82] [82:  Confidential conversation, participant 64, February 2024.] 

Review participant
In our confidential conversations, we asked people why they joined the police service – what motivated them to join. The most common reason participants identified was their motivation to serve the community and uphold core values such as fairness and integrity. Some officers reflected that they have found it difficult to reconcile their experiences in the workplace with their initial motivation to help others and that the reason they stay is often different from the reason they first joined.
I want to stay to keep helping victims ... It’s hard because I’m proud of the work that I do, but not proud of the organisation.[endnoteRef:83] [83:  Confidential conversation, participant 105, April 2024.] 

QPS communicates its values in the workforce in a range of ways, including through its values-based project, Our People Matter, which aims to better support the health, safety and wellbeing of employees and family members. One of the key pillars of the Our People Matter project is ‘fair and positive workplaces’, meaning a workplace that is diverse, inclusive, sociable, professional, caring and connected.[endnoteRef:84] [84:  Queensland Police Service, ‘Our People Matter Strategy’, Our People Matter (Web Page, 2018) <ourpeoplematter.com.au/wp-content/uploads/2018/03/OPM-Strategy-Document.pdf>.] 

Conflict in values can be a key factor in police burnout,[endnoteRef:85] and the Commission heard that the values QPS promotes often fail to resonate with diverse officers. This gap between the stated values of QPS and how diverse officers experience the workplace can create further harm. [85:  RT Lee and CM Brotheridge, ‘Crossing the Thin Blue Line: A Review of the Prevalence Causes, and Outcomes of Police Burnout’ (2006) 4(1) Canadian Journal of Police and Security Services 3 <link.gale.com/apps/doc/A147390788/AONE?u=unisa&sid=googleScholar&xid=b2408509>.] 

‘Our people really do matter’ … really? because you’ve demonstrated nothing but the contrary to our people mattering to you.[endnoteRef:86] [86:  Confidential conversation, participant 110, March 2024.] 



Career impacts
Other frequently reported personal impacts include negative effects on participants’ employment and career progression, which is also recognised in the literature as a significant problem.[endnoteRef:87] Some shared that they had decided not to pursue further advancement opportunities, resulting in career stagnation, financial detriments and diminished job satisfaction. [87:  A Colella, M Hebl and E King, One Hundred Years of Discrimination Research in the Journal of Applied Psychology: A Sobering Synopsis’ (2017) 102(3) Journal of Applied Psychology 500–13 <doi.org/10.1037/apl0000084>.] 

Getting promoted to becoming an inspector. That was my goal. Now I’m not interested. I just want to get away.[endnoteRef:88] [88:  Confidential conversation, participant 108, April 2024.] 

Some reflected that they cope by disengaging at work, while others feel a need to overperform.
Some of the people from my culture have learned just to shut up, shut it off and put their head down because they don’t want to be ostracised.[endnoteRef:89] [89:  Confidential conversation, participant 24, November 2023.] 

I’m normally a hard worker, but I would go the extra mile … so that I would then be accepted by the boys as a worker, not as this female to look at … I think that’s probably how I tend to deal with it – just dig into the work.[endnoteRef:90] [90:  Confidential conversation, participant 78, February 2024.] 

Lack of support and protection exacerbates harms and feeds a culture of silence
QPS members should feel supported by their peers and the organisation. They should also be protected from facing further harm if they do experience discrimination. Appropriate support can help alleviate the harmful impacts to those who experience discrimination and the organisation as a whole and prevent it from occurring again.
The Commission heard that people who experience discrimination often do not feel supported by their colleagues or the organisation. For many, this starts from the time discrimination first occurs. We heard about instances where colleagues and managers stood by in silence. Officers also spoke of their colleagues, including senior police, joining in and making light of discriminatory comments or actions.
The highest ranking person in the room sets the standard and tolerance for behaviour and hence inclusion. It is true for the highest ranking person in the room ‘the standard you walk past is the standard you accept’. I have lost count of the times I have seen high ranking police laugh and join in with sexist, racist, homophobic other non inclusive behaviour.[endnoteRef:91] [91:  Confidential conversation, participant 88.] 

We heard from many officers who felt they could not raise concerns or seek support within the organisation.
The relationship with the QPS is like a domestic violence relationship. You just get bashed and beaten, and you know that you’re not safe. And you can’t tell anyone about it, because it’s going to be worse for you.[endnoteRef:92] [92:  Confidential conversation, participant 33, November 2023.] 

Far from being supported, several officers told us that they felt blamed for raising an issue. They were made to feel responsible for the disruption it caused and for any consequences for the perpetrator or their team.
They make you feel like you’re the problem, stop complaining, go away little girl, be quiet, you know.[endnoteRef:93] [93:  Confidential conversation, participant 120, April 2024.] 

Officers described being isolated and ostracised by their colleagues, and impacts on their health and wellbeing. It also feeds into what was described to the Commission as a ‘culture of silence’ within QPS, in which discrimination is tolerated or unchecked.
This leads to a pervasive situation in which discrimination persists beyond the full visibility of the organisation.
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[bookmark: C2a]Establishing this Review
[bookmark: C2a1]Commission of Inquiry
This Review was established following a recommendation of the Commission of Inquiry into Queensland Police Service responses to domestic and family violence.
In November 2022, the Commission of Inquiry published its report of findings and recommendations entitled A Call for Change. It found that sexism, misogyny and racism are a significant problem within the QPS, and these discriminatory behaviours impact the entire culture of the police service.
QPS members told the Commission of Inquiry that these cultural issues negatively affect policing responses to domestic and family violence and that a failure by QPS leadership to address this conduct has signalled to the workforce that harmful conduct is acceptable.[endnoteRef:94] The report emphasised the structural changes needed to enable QPS to respond effectively to domestic and family violence.[endnoteRef:95] [94:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 16.]  [95:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 15.] 

The Commission of Inquiry observed that, to respond effectively to domestic and family violence, the QPS needs a workforce that reflects the diversity of Queensland.[endnoteRef:96] It recommended that QPS engage the the Commission to undertake a program of work aimed at increasing diversity and inclusion of QPS members.[endnoteRef:97] [96:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 122.]  [97:  Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) recommendation 12.] 

In actioning this recommendation, the QPS leadership signalled their commitment to grappling with these issues to achieve meaningful change.
[bookmark: C2a2]Other similar reviews
This is not the first time a human rights agency has worked with police services in Australia to improve workplace equality and reduce discrimination.
Over the past 10 years, police services in Victoria[endnoteRef:98] and South Australia[endnoteRef:99] and at the Australian Federal Police[endnoteRef:100] have undertaken similar work with their respective state-based human rights agencies. [98:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour in Victoria Police (Phase 1 Report, December 2015); Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour in Victoria Police (Phase 2 Audit, September 2017); Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour in Victoria Police (Phase 3 Audit and Review, August 2019).]  [99:  South Australian Equal Opportunity Commission, Sex Discrimination, Sexual Harassment and Predatory Behaviour in South Australia Police: Independent Review (Report, 2016); South Australian Equal Opportunity Commission, Change in Perceptions, Experiences and practices that Support Gender Equality and Cultural Change in SAPOL (Report, 2020).]  [100:  Elizabeth Broderick & Co., Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police (Report, August 2016).] 

During our review, we consulted senior leaders of police services and human rights agencies in those jurisdictions. We heard these reviews had helped progress police services along in their journey toward workplace equality.
[bookmark: C2a3]Phases of this Review
The Review is being conducted in three phases:[endnoteRef:101] [101:  These phases seek to incorporate the actions and timeframes established by the Commission of Inquiry recommendation.] 

Phase 1: Review – The initial review and guidance phase commenced in July 2023 and concluded in late 2024 with the publication of this report.
Phase 2: Implement – The implementation phase will commence in early 2025 for an expected period of two years. During this phase, QPS will implement the recommendations made in phase 1. The Commission will provide support for implementation through its role on the external Advisory Panel.
Phase 3: Evaluate – After implementation, the Commission will return to evaluate how much change has been achieved and identify areas for future improvement.

Figure: The three phases of our review.
[image: Phase 1: Review. The initial review and guidance phase commenced ij July 2023 and concluded in late 2024 with the publication of this report.
Phase 2: Implemenr. The implementation phase will commence in early 2025 for an expected period of two years. During this phase, QPS will implement the recommendations made in phase 1. The Commission will provide support for implementation through its role on the external Advisory Panel.
Phase 3: Evaluate. After implementation, the Commission will return to evaluatehow much change has been achieved and identify areas forfuture improvement. ]
[bookmark: C2b]Scope and jurisdiction
[bookmark: C2b1]Jurisdiction
The Commission’s statutory role and function includes consulting with organisations to prevent discrimination before it occurs. As this objective involves cultural change, these objectives are often best realised through working closely with duty holders, while maintaining our independence.
Between November 2022 and July 2023, the Commission and QPS worked through how the Review would be conducted and established the methodology.
To ensure the Commission held the jurisdiction to conduct each element of the methodology, the Attorney-General expressly conferred on the Commission the function to be engaged by QPS to undertake the activities and actions outlined in recommendation 12 of the Commission of Inquiry report.[endnoteRef:102] [102:  Letter dated 14 April 2023 from Shannon Fentiman MP, then Attorney-General, to Scott McDougall.] 

In working with QPS in this Review, we aimed to gain a deeper understanding of structural drivers of discrimination and identify systemic factors that will enable change. We undertook careful consultation to understand the operational environment and consulted with QPS on areas for change.
[bookmark: C2b2]Scope of issues
The scope of the Review was defined by what the Commission of Inquiry recommended, and developed by the Commission and QPS. The scope included:
a)	identifying barriers to people from diverse backgrounds applying to become a QPS member
b)	considering the extent to which QPS recruitment policies, programs, procedures and practices are consistent with legal requirements under state and federal anti-discrimination laws, including reviewing recruitment standards for entry to be a QPS member to:
ensure they are genuine occupational requirements of the role and not indirectly discriminatory
identify any equal opportunity measures that should apply
c)	assessing whether there is adequate transparency about recruitment, promotion and retention, and a capacity to monitor and evaluate changes
d)	what positive steps QPS should take to prevent discrimination, including sexism and racism, within QPS
e)	what should be done to increase the retention of QPS members from diverse backgrounds, including by having regard to reducing attrition due to workplace harms and conditions
f)	any other relevant matters.
[bookmark: C2b3]Participation
The scope of our Review included QPS members, which was defined to include current, previous and prospective sworn police officers and Police Liaison Officers.
This meant that we did not consider the experiences of public servants employed by QPS.
As recommended by the Commission of Inquiry, the Review was focused on the experiences of police and Police Liaison Officers who identify as women, First Nations, and/or being from culturally diverse backgrounds. In our glossary we define police with these protected attributes as ‘police from diverse backgrounds’.
When we commenced our work, we heard from some police members who felt the scope should be expanded to include other attributes protected by the Anti-Discrimination Act 1991 (Qld). As these attributes fell outside our defined scope, we were unable to consider the specific issues facing those groups.
[bookmark: C2b4]Issues outside scope
Because our Review was focused on systemic issues, we did not inquire into or investigate any individual complaints or allegations. Our focus has therefore been on identifying systemic issues that are holding QPS back from realising its aim of workplace equality.
After commencement, we identified areas within our scope that overlapped with the implementation of other recommendations of the Commission of Inquiry.
For example, the Commission of Inquiry recommended that QPS review its recruitment strategy to ensure it was valuing, targeting and attracting applicants from diverse backgrounds,[endnoteRef:103] and work had commenced on implementing this recommendation. This meant we did not inquire into issue (a) of the Review’s Scope. [103:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) recommendation 11.] 



[bookmark: C2c]Governance
[bookmark: C2c1]Advisory Panel
At the outset of this Review, we established an Advisory Panel to provide specialist advice and expertise to the Review.
The Advisory Panel is co-chaired by the Queensland Human Rights Commissioner and the Queensland Police Service Commissioner. The panel members are:
Scott McDougall, Queensland Human Rights Commissioner
Steve Gollschewski, Commissioner of Queensland Police Service[endnoteRef:104] [104:  Between commencement of the Review and 1 March 2024, Katarina Carroll APM served as Commissioner of QPS and was therefore the co-chair of the Advisory Panel.] 

Peter Forday, consultant and board member of Multicultural Australia
Kristen Hilton, former Victorian Equal Opportunity and Human Rights Commissioner
Thelma Schwartz, Principal Legal Officer of the Queensland Indigenous Family Violence Legal Service
Linda Williams APM LEM, Deputy Commissioner of South Australia Police.
The Advisory Panel met five times during the initial Review phase.[endnoteRef:105] These meetings provided an invaluable opportunity to ensure our work was informed by relevant expertise. [105:  Meetings were conducted in December 2023, February 2024, May 2024, August 2024 and September 2024.] 

A biography of each of our panel members is at Attachment B.
[bookmark: C2c2]Coordination committee
We established a coordination committee, comprising Commission and QPS representatives, which was responsible for monitoring the performance of the Review against the methodology and providing strategic direction and oversight.
The Coordination Committee convened 12 times during the Review.
[bookmark: C2c3]External advisors
The Commission engaged external consultants to provide expert advice during the Review. Our consultants were:
Professor Michelle Tuckey, Professor of Work and Organisational Psychology at the University of South Australia – subject matter expert on organisational system factors that provide effective points of intervention
Dr Yiqiong Li, Senior Lecturer at the University of Queensland – subject matter expert on research methods and quantitative data analysis.

[bookmark: C2c4]Guiding principles
In undertaking the Review, QPS and the Commission committed to a series of guiding principles to support and inform decision-making.
Those principles are:
	Strategic
	We will seek to leverage the unique value that the Commission can provide through its independence and expertise. We will actively look to reduce duplication and, where possible, enhance consistency between our Review and work underway within QPS to implement other recommendations of the Commission of Inquiry.[endnoteRef:106] [106:  Given the issues in the Review are connected to other recommendations of the Commission of Inquiry, and to those made by other relevant reviews, reducing duplication and ensuring consistency, where appropriate, was considered a strategic aim that would provide QPS with the best possible chance of creating meaningful change.] 


	Independent
	The Commission’s participation in the Review will reflect its independence in accordance with its statutory responsibilities as Queensland’s human rights agency and independent statutory body established under the Anti-Discrimination Act 1991 (Qld) and the Human Rights Act 2019 (Qld).

	Collaborative
	In conducting the Review, we will focus on collaborating with QPS toward sustained change. This requires ongoing engagement and participation by both the Queensland Police Service Commissioner and the Queensland Human Rights Commissioner, as well as senior leadership of QPS.

	Change focused
	In conducting the Review, we will focus on opportunities to create meaningful and lasting systemic change to reduce barriers to the recruitment and retention of diverse police. We acknowledge the confluence of factors that need to come together, over a period of time, to create lasting cultural change, and that the time for change is now.


A collaborative approach
We recognised the tension between the guiding principles of independence and collaboration. The Commission sought to actively balance both these principles throughout the Review, with a commitment to the integrity of both.
Both the Commission and QPS contributed to this collaboration through concrete actions within our governance and methodology.
QPS’s contribution to the collaboration has included:
participating in the governance structures
facilitating access to staff and offices for consultation and site visit purposes
fulfilling information requests
distributing and promoting a workplace wide survey
proactively identifying opportunities for the Commission to engage with QPS members, including the Senior and Executive Leadership Teams.[endnoteRef:107] [107:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

The Commission’s contribution to the collaboration has included:
facilitating the governance structures
presenting to and consulting with leadership groups
sharing preliminary analysis of the issues heard during consultations
providing draft survey questions for feedback
providing stakeholder updates that highlighted issues being raised during consultations
providing recommendations for feedback prior to finalisation.
Beyond those concrete contributions, throughout this Review both QPS and the Commission actively fostered an open environment of critical thinking and self-guided reflection. This engagement sought to move the QPS along the inclusion continuum. In turn, it expanded the Commission’s insights into and understanding of systems factors that influence workplace equality.
The collaborative approach enabled a deep engagement. We saw enthusiastic participation from within QPS, highlighting the importance of this work at least to some segments of the workforce, who are heavily invested in its success.
The Review benefited from snowball engagement – that is, people who participated in our consultation process and then encouraged others to be involved. In our view, this reflects the trust and commitment the Review fostered through consultations. It also highlights the benefits of our independence.
The Commission’s independence has been maintained, including through our processes and methodology. We maintained confidentiality for participants in our consultation phase, conducted independent analysis of the issues, and developed recommendations that we believe will support genuine, long-term change. We present detailed information about our methodology in the Attachments to this report, increasing the transparency of the process.
In developing our recommendations, the Commission was mindful of practical realities in creating recommendations, but we were not swayed by the anticipated challenges of implementation. This reinforces our independence and contributes to the value we could uniquely provide to QPS by providing arms-length advice about areas that will create real change.
[bookmark: C2d]Our approach
To inform the recommendations of this report, the Commission aimed to consult as widely as possible across the QPS workforce.
During the Review, we gathered information by:
conducting 137 one-on-one semi-structured interviews with QPS members, which we referred to as ‘confidential conversations’
visiting 21 police sites across Queensland, including regional and urban police stations and regional offices
conducting a survey of current QPS police, Police Liaison Officers and Recruits, which received 2,724 responses
conducting five focus groups
undertaking nine literature and desktop reviews
requesting and reviewing 345 documents.
[bookmark: C2d1]Methodology
The Review was undertaken between July 2023 and October 2024. The Commission adopted a mixed-methods approach, using both quantitative and qualitative research methods to inform our recommendations.
Confidential conversations
Between October 2023 and June 2024, we conducted 137 one-on-one semi-structured interviews with QPS members, which we referred to as ‘confidential conversations’.
All current, previous or prospective police officers and Police Liaison Officers were invited to register to attend a confidential conversation.
Of the participants, we heard from 96 women, 20 First Nations participants, 27 culturally diverse participants, and 17 participants who did not identify as being a woman, First Nations or culturally diverse. Some participants identified as having one or more other attributes protected by the Anti-Discrimination Act.[endnoteRef:108] [108:  Anti-Discrimination Act 1991 (Qld).] 

Interviews were conducted with the participant and two Commission staff face-to-face, online or over the phone. A small number of participants provided their views and perspectives in writing.
The objectives of confidential conversations were to:
gather information about the issues we are looking at and identify themes
learn more about experiences of the QPS workplace
hear participants’ suggestions for change and what positive steps they think QPS should take to prevent sexism and racism from happening.
During our confidential conversations, we sought to follow a trauma-informed approach focusing on safety, trustworthiness, empowerment, collaboration and choice.
Confidentiality was a key concern for many participants. Policies and procedures were in place to protect and uphold the confidentiality of information provided by participants during confidential conversations.
Further information on the sample and procedure for confidential conversations and our analysis of material is available in Attachment C.
Site visits
Between February and March 2024, the Review team visited 21 police sites across Queensland, including regional and urban police stations, regional offices and the Townsville Police Academy.
The objectives of our site visits were to:
obtain information relevant to the scope of the Review
provide information about the Review, including to increase uptake of our consultation processes by QPS members
develop an understanding of organisational context and operational environments, including in regional areas, so that recommendations can be applicable and relevant to the range of QPS worksites.
During site visits the Review team provided presentations about the Review, observed the working environment and had conversations with police officers, Police Liaison Officers and officers-in-charge about their experiences in an operational context.
Further information on the sample and procedure for site visits and our analysis of material is available in Attachment D.

Map of Queensland with pinpoints of site visit locations
[image: A map of Queensland pinpointing the locations the Commission staff attended for site visits.
The locations pinpointed are Cairns PCYC, Cherbourg, Dalby, Deeragun, Gympie, Kingaroy, Kirwan, Logan, Mackay, Mudgeeraba, Mundingburra, Murgon, Northern Regional Office, Rockhampton, Southport, Surfers Paradise, Toowoomba, Townsville Academy, Townsville District Office, Townsville station, Warwick.]
Survey
The Commission conducted a survey of current QPS police, Police Liaison Officers and recruits to gain a better understanding of current perspectives on issues of diversity, inclusion and fairness in QPS. The final sample consisted of 2,724 respondents.
[image: 2724 Respondents. 2288 police officers, 2107 non-commissoned officers, 181 commissioned and executive officers. 53 police liaison officers. 175 recruits. 63.2% men or male. 34.3% women or female. 2.5% nonbinary or other term preferred.]
The survey tested the climate for change in the organisation by gathering information about:
the extent to which attitudes to diversity, equity or inclusion are a barrier to, or facilitator of, increased recruitment and retention of diverse police
police officers’ openness or amenability to active steps to address workplace inequality, including which steps are favoured/not favoured.
The Commission consulted QPS and both unions on the draft survey questions.
To encourage participation, the survey was anonymous. We collected optional demographic information to allow us to gather a clearer picture of the results. We also invited survey participants to identify their rank and location so that we could isolate attitudes at various levels and locations of the organisation.
We administered the survey over a six-week period between April and June 2024.
The survey was one of the key elements in our review methodology, so we wanted to ensure a high survey response rate. We worked closely with the QPS communications team to ensure the survey was distributed through the most effective channels used by QPS members.
Further information on the sample and procedure for analysis of material is available in Attachment E.


Focus groups
The Commission wanted to provide current QPS police officers who identify as women, First Nations and culturally diverse with the opportunity to share their ideas and discuss potential solutions to make QPS a more diverse and inclusive workplace. A total of 28 police participated.
Focus groups allowed participants to share their thoughts on ways to improve areas such as promotions, flexible work and complaint reporting processes. The sessions were facilitated to focus on potential changes rather than identifying problems. Before attending, participants received a background paper that was used to inform the discussion.
A focus group was also conducted for officers-in-charge, focusing on the practical implications of potential changes.
Presentations
The Commission presented information about the Review at several QPS events. We were grateful for the opportunity to present at both Executive Leadership Team and Senior Leadership Team meetings.
A list of our presentations is at Attachment F.
Research
The Commission prepared several literature reviews and other research outputs to gain a deeper understanding of the issues that fall within the scope of the Review. These outputs included:
a literature review on diversity and inclusion in police forces
a thematic analysis of previous reviews and inquiries by Australian and international jurisdictions on the composition and culture of police forces
an audit of existing diversity and inclusion strategies of police forces in Australian and overseas jurisdictions
a desktop scan of the ways that the concepts of ‘diversity’ and ‘inclusion’ are constructed and measured
a summary of literature about resistance to and backlash against diversity and inclusion initiatives, particularly in policing environments
a memorandum assessing the methodology for the collection of data for cultural diversity in Queensland and identifying associated implications for the Review
research on the law on genuine occupational requirements
analysis of the law as it relates to genuine occupational requirements and alignment with what QPS identifies as the genuine occupational requirements of policing
research on the laws that govern the administration of QPS and influence systems and processes concerning diversity and inclusion.
Information requests
In undertaking the Review, the Commission made two formal requests for further information to QPS and received 345 documents as well as access to QPS workforce data, which was provided through Power BI datasets.
The purpose of the information requests was to obtain further detail on areas of relevance to the Review.


[bookmark: C2d2]Developing our recommendations
The Commission adopted a robust methodology for the development of recommendations. The objective was to ensure that recommendations were targeted to achieve meaningful and systemic change in QPS and were capable of being effectively translated to implementation.
The methodology involved a three-stage process:
Ideation: Generating ideas for change based on thematic analysis of issues identified by the review team and through focus group consultations with QPS members.
Prioritisation: Prioritising and testing potential recommendations for inclusion based on a defined inclusion criteria which assessed feasibility, acceptability, evidence base and impact.
Drafting: Refining and finalising recommendations for inclusion in the final report, including through consultations with stakeholders and experts.
As part of this process, the Commission made the conscious decision to consult on recommendations before providing the draft report. This gave the Commission sufficient time to refine and test recommendations, minimising the risk of unintended consequences and maximising the likelihood of implementation.
The Commission consulted with QPS in the development of recommendations, consistent with the collaborative approach underpinning the Review. This included providing the Commissioner of Police with draft recommendations for comment at the Advisory Panel meeting in September 2024.
The Commission considered the comments and provided an updated draft of the recommendations to QPS for further feedback.
[bookmark: C2d3]Challenges and limitations
Scope of the task
As determined by the scope, this Review focused on officers and recruits who identify as women, First Nations and culturally diverse.
This was a broad scope. The Commission acknowledges that we experienced challenges in engaging with and documenting the unique yet related experiences of women, culturally diverse and First Nations officers.
Culturally diverse data limitations
The Queensland Government mandates that public sector agencies collect and report on certain forms of workforce data, and these requirements apply to QPS.[endnoteRef:109] [109:  Queensland Government, ‘Minimum Obligatory Human Resource Information (MOHRI)’, Minimum obligatory human resource information (MOHRI) (1 March 2023) <www.forgov.qld.gov.au/human-resources/workforce-planning/workforce-statistics-and-tools/minimum-obligatory-human-resource-information-mohri>.] 

In September 2021, the Queensland Government made a change to how they require public sector agencies to collect data about culturally and linguistically diverse employees.
This change created several limitations that impact the availability, consistency and reliability of culturally diverse data across the Queensland public sector, including QPS.
Implications for the Review were:
culturally diverse data could not be compared with previous years, which prevents us from understanding the story of culturally diverse police over time
new questions mandated by the Queensland Government may not capture, or accurately represent, all officers who identify as culturally diverse
we were unable to compare the demographics of police who responded to our survey with that of the QPS workforce.

Intersectionality
Discrimination such as racism and sexism may combine, overlap or intersect.[endnoteRef:110] People with multiple protected attributes who experience intersectional disadvantage can be at greater risk of discrimination and experience compounding harm. [110:  SMB Thatcher, CB Hymer and RP Arwine, ‘Pushing Back Against Power: Using a Multilevel Power Lens to Understand Intersectionality in the Workplace’ (2023) 17(2) The Academy of Management Annals 710–50 <doi.org/10.5465/annals.2021.0210>.] 

We heard limited perspectives on intersectionality during this Review. Participants with multiple attributes infrequently discussed the combined experience of discrimination on the grounds of both attributes. There are several reasons why this may be the case:
Workforce data shows that, of QPS’s total sworn workforce, 1.57% (190 officers) identify as culturally diverse women or First Nations women.[endnoteRef:111] As outlined in this report, there are currently no culturally diverse or First Nations women above the rank of Inspector. [111:  QPS workforce data as at 31 January 2024.] 

Some participants with intersecting attributes may not be aware of the ways that different aspects of their identity interact to create further disadvantage. This may lead them to view their experiences through a single lens.
For some participants with intersecting attributes, focusing on one aspect of their identity may be a protective factor to help frame their experiences of discrimination.
Some participants with intersecting attributes may feel pressured to assimilate to the norms and values of the dominant culture and therefore may focus on aspects of their identity that align most with that culture.
Engagement with First Nations police
During the consultation phase, we identified low levels of engagement with First Nations police and Police Liaison Officers as a potential limitation of the Review.
To increase participation, we met with senior QPS First Nations representatives to discuss opportunities to increase engagement with First Nations police and Police Liaison Officers. We also ensured First Nations Commission staff contacted participants before their confidential conversation to offer support.
While this led to some increase in engagement, the participation rate across the Review remained a limitation in adequately considering First Nations-specific issues.
Engagement with Police Liaison Officers
We heard from ten Police Liaison Officers through confidential conversations. In addition, we met with approximately 20 Police Liaison Officers in group settings or informally during site visits.
Given the limitations of our engagement with Police Liaison Officers, we have not made recommendations specific to those roles.
[bookmark: C2d4]This report
In writing this report, we have taken a future-focused approach.
We have not set out to name, blame and shame, and we do not cover the spectrum of issues we heard. Rather, we have focused on identifying the systemic issues and areas of change necessary to support QPS to move forward along the inclusion continuum.
We recognise that change must be incremental and steady, but it also must be observable and measurable.
This report is also designed to contribute to the overall advancement of knowledge in improving diversity and inclusion, particularly within the context of police services.
There have been several other reviews of this kind in the last decade. We closely considered their approach and sought to direct our methodology to areas and issues particular to QPS that also contribute to the overall development of human rights agencies’ work in preventing systemic discrimination.
We have made dedicated efforts to detail as much of our methodology and analysis as possible so that, if other reviews are done in the future, they might benefit from this report in establishing their methodology.
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[bookmark: C3a]Key recommendations
	1
	Respond to report and develop plan for implementation

	2
	Develop a vision for change through a new Workplace Equality Strategy

	3
	Communicate the vision for change

	4
	Audit and refine policy and governance environment

	5
	Redefine core values and harness resistance

	6
	Work with internal champions for change

	7
	Embed workplace equality in industrial arrangements

	8
	Provide external stakeholder support

	9
	Leverage data

	10
	Monitor and evaluate progress and provide oversight


[bookmark: C3b]Why it matters
To realise workplace equality, QPS will need to create systemic and cultural change. Measures that focus on individual attitudes and behaviours or technical fixes will not be enough – they may treat the symptoms but not the underlying causes.
For QPS to become a truly inclusive and diverse organisation, it will need continual improvement over many years. This objective needs to involve the whole of the organisation and its parts, especially its people.
It is not easy to create systemic change in an organisation as large and complex as QPS. There are several foundational elements that need to be in place to enable change.
In this chapter
We explore how strengthening these foundational elements will support QPS in its journey toward workplace equality. This will require establishing a vision for inclusion, ensuring change is planned and coordinated, harnessing the power of data and information, and monitoring progress to ensure that it is sustained.


[bookmark: C3b1]Embrace inclusion as a journey, not a problem to be fixed
The inclusion continuum maps a path forward
The inclusion continuum, developed by former Chief Superintendent with the Royal Canadian Mounted Police, Dr Angela Workman-Stark, offers a visual framework for organisations to assess their current approach to inclusion.[endnoteRef:112] By identifying their position on the continuum, organisations can establish a baseline from which to implement targeted interventions, guiding their journey toward a more inclusive culture. [112:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 123.] 

Increasing diversity is often seen as a catalyst for inclusion, but it is the meaningful integration of diverse experiences and perspectives that reflects true success. While diversity is about counting people, inclusion is about making people count.[endnoteRef:113] [113:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 104.] 

Under this model, the goal is not to fit ‘outsiders’ into the existing culture but to transform the organisation to produce an environment that embraces diversity, eliminates discrimination, values difference and redistributes power among stakeholders.[endnoteRef:114] [114:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 113.] 

Widely endorsed in policing contexts, including by the Australia New Zealand Policing Advisory Agency, the inclusion continuum has been integrated into workforce inclusion strategies across Australia, notably within South Australia Police and Victoria Police.[endnoteRef:115] [115:  South Australia Police, SA Police Diversity and Inclusion Strategy 2021–2025 (2021) 4; Victoria Police, Workforce Diversity and Inclusion Framework 2023–2030 (2023) 10.] 

The phases of the inclusion continuum
The inclusion continuum includes five phases that describe an organisation’s culture as it relates to diversity and inclusion. The phases outlined in a recent iteration presented by Victoria Police have informed the approach taken in this Review.[endnoteRef:116] [116:  Victoria Police, Workforce Diversity and Inclusion Framework 2023–2030 (2023) 11, 21.] 

[image: Inclusive: Diversity and inclusion are consideredto be integral to success rather than obstacles to overcome. Indicators include employees feeling safe, valued, and engaged, harmful treatmentis reported and quickly addressed, decision-making processes areconsistent, fair and free from bias.
Progressive: Organisations understand and appreciate the benefits of including all people.Barriers are actively dismantled inall systems, structures and culture. Indicators include employees being encouraged to raise concerns without fear of reprisal, and efforts to redefine the image of the ‘ideal’ worker.
Proactive: Organisations may be motivated to become more diverse and inclusive, but change is isolated and not systemic or part of anoverall strategy. Indicators include one-off diversity training,the use of quotas and limited ‘tokenistic’ positions tasked with influencing diversity. There remains strong resistance to real change.
Reactive: Organisations may respond to externalor internal pressure to undertake change, rather than it being of their own initiative. An indicator is that diverse officers willbe hired but might be treated as outsiders unless they change the way they speak, act and behave.
Exclusive: There is a dominant group, and those who are not in it are unwelcome and excluded. 
Indicators include an expectation to conform to fit in, with those who do not conform facing harmful treatment, including discrimination.]


QPS on the inclusion continuum
Based on our observations throughout the Review, QPS appears to currently sit between the ‘reactive’ and ‘proactive’ phases on the continuum. It is important to acknowledge that different areas within QPS may sit at varying stages of progression, and we identified pockets in QPS with different levels of inclusion maturity.
In considering where QPS currently sits on the inclusion continuum, the Commission sought the views of various groups in the workforce.
At a presentation to the Senior Leadership Team in February 2024, the Commission asked attendees to reflect on where they felt the organisation was positioned. Insights from QPS leaders varied, although more than 50% considered that the organisation was at the ‘proactive’ phase.[endnoteRef:117] [117:  QPS Senior Leadership Team meeting, 22 February 2024, Continuum Poll Results: 7% exclusive, 30% reactive, 51% proactive, 12% progressive.] 

The same question was asked in focus groups held during the Review’s consultation phase. In focus groups, officers-in-charge identified QPS as ‘proactive’, while women, First Nations and culturally diverse police identified QPS as being ‘reactive’.
This pattern reflects a phenomenon identified in organisational behaviour research known as a ‘specious diversity climate’, where many perceive the climate as inclusive, even though marginalised members face exclusion or unfair treatment. Communication patterns reinforce these views, leading members to remain unaware of exclusion or inequity within the organisation.[endnoteRef:118] [118:  A-K Ward-Bartlett, E Ravlin and JE Park, ‘How Genuine is Your Diversity Climate? A New Typology Highlighting the Emergence of Specious Diversity Climates’ (2023) 44(9) Journal of Organizational Behavior 1301–19 <doi.org/10.1002/job.2731>.] 

The range of perspectives present in the organisation shows that there is no cohesive view of the current inclusion climate in QPS. Issues raised in confidential conversations with QPS members gave further insight into the current culture. Relevantly:
diverse QPS members still experience discrimination, causing some to feel unwelcome and excluded at work
diverse QPS members feel a need to assimilate to dominant norms to avoid being treated as outsiders
barriers to diversity and inclusion remain in the organisation’s systems, structures and cultures
there is a culture of fear around speaking up about harmful behaviours, and some members have experienced repercussions for doing so.
To progress toward a more inclusive culture, QPS must focus on developing an internal motivation for change, actively addressing resistance and prioritising measures that dismantle barriers for QPS members from diverse backgrounds.
Reactive measures will not be sufficient
To progress toward becoming an inclusive organisation, QPS must look beyond short-term responses. When addressing diversity and inclusion there is a tendency for organisations to pay attention to events, rather than seeing those events as an expression of challenges in the underlying systems and culture. This results in isolated interventions that target individual behaviours or implement technical fixes.[endnoteRef:119] Although these responses may alleviate some of the symptoms in the organisation, they will not resolve the underlying causes.[endnoteRef:120] They may also lead to unintended consequences and ‘initiative fatigue’, particularly among frontline staff.[endnoteRef:121] [119:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 13-14.]  [120:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 14.]  [121:  Baroness Casey of Blackstock, Final Report: An Independent Review into the Standards of Behaviour and Internal Culture of the Metropolitan Police Service (Report, 2023).] 

The Commission observed a similar tendency in QPS. In inviting the Commission to undertake this Review, the organisation has taken an important proactive step. At the start of our work, we observed that its approach to diversity and inclusion has appeared to focus on moving quickly to respond to specific issues or findings. Several QPS members told us this can seem like ‘box ticking’ that lacks insight into systemic drivers of discrimination and ultimately preserves the status quo.
It feels like everything they do is to tick a box. They are not actually listening … it’s not meaningful.[endnoteRef:122] [122:  Confidential conversation, participant 17, November 2023.] 

Review participant


In the Commission’s view, one reason may be that QPS leaders are highly motivated to protect the organisation’s reputation and comply with legal requirements or public recommendations. While this is understandable in an organisation with high levels of responsibility and public scrutiny, it can mean the organisation’s approach can be interpreted as tactical rather than strategic. It has also created a perception among some members that the organisation’s outward commitment to diversity and inclusion is performative.
To dig down internally, I don’t believe that they think there’s an issue. They’ll say the right thing in a performative context.[endnoteRef:123] [123:  Confidential conversation, participant 45, December 2023.] 

While this may reflect the level of strategic priority given to diversity and inclusion in the past, it also highlights gaps in the organisation’s capacity to plan for and implement long-term change. In a recent performance review, the Queensland Audit Office found that QPS had adopted a short-term focus to address service demand issues. The Audit Office observed that a lack of strategic planning and holistic analysis had limited QPS’s ability to effectively prioritise and allocate resources.[endnoteRef:124] [124:  Queensland Audit Office, Deploying Police Resources (Performance Audit Report No 4, 2023–24, 30 November 2023) 2.] 

Addressing those recommendations – whether it be through the Women’s Safety and Justice Taskforce, whether it be the Commission of Inquiry, or through other judicial processes – I think if you address the intent, you are on the right path. [But] are we just administratively getting through it? I don’t think that’s the [best] approach.[endnoteRef:125] [125:  Confidential conversation, participant 45, December 2023.] 

To make genuine progress, QPS will need to own the problems described in this report and commit to long-term change.
[bookmark: C3b2]Make the system the focus of change
Systemic problems require systemic solutions
The issues we identify in this report point to the need for systemic change in QPS. Discrimination and inequities that produce a lack of diversity are rooted within the structures and culture of QPS, developed over a long history. To make genuine, lasting progress on diversity and inclusion, QPS will need to make comprehensive, coordinated changes that address the systemic factors that perpetuate discrimination and hold inclusion back.
The unwillingness to accept systemic issues exist ensures the inability to address core issues. Placing blame on generational attitudinal change of people changing careers frequently, the financial lure of previous mining booms, the unwillingness of police officers to relocate to rural and remote areas, does not address the underlying issues that deter females, First Nations and culturally diverse people from applying to QPS.[endnoteRef:126] [126:  Confidential conversation, participant 106, April 2024.] 

Failure to make the system the target of change is a leading reason many diversity and inclusion initiatives do not succeed.[endnoteRef:127] For example, targeted recruitment will not on its own result in a more diverse and inclusive workplace if diverse recruits are perceived as tokenistic hires, face discrimination after they enter the organisation and do not have the same career advancement opportunities.[endnoteRef:128] Where isolated interventions are unsuccessful, they may also cause harm to individuals and set diversity and inclusion back in the organisation, particularly if they generate backlash or unintended consequences.[endnoteRef:129] [127:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 14.]  [128:  Jacqueline Drew and Carol A Archibold, ‘Issues of Merit and Affirmative Action in Police’ in Tim Prenzler (ed), Gender Inclusive Policing: Challenges and Achievements (Taylor & Francis, 2023) 102, 109.]  [129:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 16; Toby Miles-Johnson and Kate Linklater, ‘“Rorting the System”: Police Detectives, Diversity, and Workplace Advantage’ (2022) 12(2) Societies 68; Ulrika Haake, ‘Conditions for Gender Equality in Police Leadership – Making Way for Senior Police Women’ (2018) 19(3) Police Practice and Research 241, 250.] 

I’m aware of a perception that I’m a token ... It gets lost that I have a great skillset.[endnoteRef:130] [130:  Focus group participant, August 2024.] 

To target the system, QPS will need to make a fundamental shift in the way it thinks about diversity and inclusion. It will require QPS to understand how its structures, processes, resources, culture, power relations and working environment collectively function to give rise to patterns of discrimination.[endnoteRef:131] It is also important to recognise that an organisational system – especially one as complex and longstanding as QPS – is not static. Various feedback loops can cause it to return to established patterns unless there is concerted and adaptive strategic leadership to drive sustained change.[endnoteRef:132] [131:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 12.]  [132:  JM Beus, JH Smith and EC Taylor, ‘Integrating Organizational Climate Theory: A Domain-Independent Explanation for Climate Formation and Function’ (2023) 108(12) Journal of Applied Psychology 2018–39 <doi.org/10.1037/apl0001117>.] 

In carrying out our Review, the Commission has intentionally adopted a systems approach. While we make a series of recommendations in this report designed to bring about systemic change, there is no single blueprint for reform. The discussions and recommendations in this chapter are intended to support QPS to put in place the foundations needed to own and embark on a process of systemic change over the long term, including identifying further areas for change and making continual improvements to its systems.


The authorising environment for systemic reform will be critical
QPS and other stakeholders will need to invest resources and political capital to progress the reforms needed. The authorising environment for reform – that is, QPS’s formal authority as well as buy-in from its leadership and stakeholders – will be critical to success. Leaders who have pursued similar reform agendas in other police services emphasised to the Commission that the authorising environment is often a determinative factor in whether reforms succeed.
QPS does not exist in a vacuum – it is embedded within a broader sociopolitical context that can limit or enable systemic change.[endnoteRef:133] For systemic diversity and inclusion efforts to succeed, it is crucial that stakeholders support them. Without their support, QPS may face barriers that limit its effectiveness in ultimately driving effective cultural and behavioural change.[endnoteRef:134] Support from unions and political leaders, including the Queensland Government, will be particularly important. Their backing and active commitment to diversity and inclusion in QPS will be essential to give QPS leaders the authority they need to tackle difficult systemic issues. [133:  JM Beus, JH Smith and EC Taylor, ‘Integrating Organizational Climate Theory: A Domain-Independent Explanation for Climate Formation and Function’ (2023) 108(12) Journal of Applied Psychology 2018–39, <doi.org/10.1037/apl0001117>.]  [134:  JM Beus, EC Taylor and SJ Solomon, ‘Climate-Context Congruence: Examining Context as a Boundary Condition for Climate-Performance Relationships’ (2021) 106(9) Journal of Applied Psychology 1332–56 <doi.org/10.1037/apl0000826>.] 

We need to acknowledge the role of the unions. They need to buy in to create real change.[endnoteRef:135] [135:  Focus group participant, August 2024.] 

Review participant
The position of the Queensland Police Union of Employees, which represents non-commissioned officers, will be a critical factor. The Commission heard from several police and stakeholders that the Union has significant influence over QPS policies and its day-to-day working environment. While most non-commissioned officers are members of the Union, many diverse officers commented that they do not feel as though it adequately represents their interests. Members highlighted issues such as a lack of diversity among union representatives and a perceived lack of support for victims of discrimination.
The [Queensland Police Union of Employees] is full of middle-aged white male sergeants. What they probably see as being right for their members is only for a very small cohort.[endnoteRef:136] [136:  Confidential conversation, participant 91, March 2024.] 

We’ve got 28.5% of women in the QPS. We are not seeing that reflection of representation in the QPUE. Why do we not have any female elected executives? [During a conference] one woman put her hand up and asked, ‘why should we trust the union when you have historically always represented the perpetrator?’ and they acknowledged it was a problem.[endnoteRef:137] [137:  Confidential conversation, participant 92, March 2024.] 

The Queensland Police Union of Employees has a distinct opportunity to champion efforts to improve workplace equality in QPS to deliver greater benefits to all their members. QPS will need to work closely with unions to ensure all stakeholders understand the benefits of diversity and inclusion. The Queensland Police Service Certified Agreement 2022 is set to expire on 30 June 2025. The negotiation process presents an opportunity for QPS and unions to signal their shared commitment to diversity and inclusion and improve conditions for diverse officers.


[bookmark: C3b3]Change the culture
Culture is holding the organisation back
Organisational culture is immensely powerful but difficult to pinpoint and shift. It is a social creation – shared values, beliefs and norms influence how those in the organisation make sense of reality and behave.[endnoteRef:138] As such, it is deeply unconscious and tightly held.[endnoteRef:139] We found that tightly held values, such as merit and fairness, were the prism through which many QPS members viewed diversity and inclusion and against which they measured their own position and accomplishments in the organisation. Cultural features such as these are remarkably stable and will outlast any individual event or change to the system.[endnoteRef:140] [138:  UN Women, What Will it Take? Promoting Cultural Change to End Sexual Harassment (September 2019) 17.]  [139:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 17.]  [140:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 17; C Ostroff, AJ Kinicki and RS Muhammad, ‘Organizational Culture and Climate’ in NW Schmitt, S Highhouse and IB Weiner (eds), Handbook of Psychology: Industrial and Organizational Psychology (2nd ed, John Wiley & Sons Inc, 2012) 643–76.] 

The Commission of Inquiry found ‘clear evidence of a culture where attitudes of misogyny, sexism and racism are allowed to be expressed, and at times acted upon, largely unchecked’.[endnoteRef:141] [141:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 11.] 

It’s gotten as bad as it has because no one has intervened.[endnoteRef:142] [142:  Confidential conversation, participant 20, November 2023.] 

Review participant
That finding accords with what some participants told us during our Review. At times, the culture in QPS permits and sustains workplace inequality and can hold the organisation back from increasing diversity and becoming more inclusive.
We dress the same, we think the same, we talk the same, so how is that getting disrupted? It’s not.[endnoteRef:143] [143:  Confidential conversation, participant 18, November 2023.] 

QPS members who spoke to the Commission overwhelmingly pointed to culture as one of the most pervasive drivers of discrimination and a lack of diversity.
I think our overwhelming culture is male dominated and suspicious of women… [QPS] is hypermasculine and anti-anything or anyone different.[endnoteRef:144] [144:  Confidential conversation, participant 121, April 2024.] 

Culture in an organisation as large as QPS is not uniform given the unique patterns of shared events and interactions across the organisation.[endnoteRef:145] The Commission heard about differences between commands, regions and other work units that were both influenced by, and had an impact on, their level of diversity and inclusion. Consistent with the fundamental role of leadership in shaping organisational culture and climate, we observed that officers-in-charge can have a significant bearing on the culture of their units.[endnoteRef:146] However, cultural currency is not always drawn from formal authority, with experienced officers often ‘handing down’ the culture to junior officers in their teams. This highlights the need for tailored strategies targeting different work units and operational-level cultural influencers. [145:  JM Beus, JH Smith and EC Taylor, ‘Integrating Organizational Climate Theory: A Domain-Independent Explanation for Climate Formation and Function’ (2023) 108(12) Journal of Applied Psychology 2018–39 <doi.org/10.1037/apl0001117>.]  [146:  B Schneider, V González-Romá, C Ostroff and MA West, ‘Organizational Climate and Culture: Reflections on the History of the Constructs in the Journal of Applied Psychology’ (2017) 102(3) Journal of Applied Psychology 468–82 <doi.org/10.1037/apl0000090>.] 

It’s that middle management of Sergeants who they look up to as gods. Officers-in-charge a little bit less so as they are more removed.[endnoteRef:147] [147:  Focus group participant, August 2024.] 

Lasting change requires cultural change
Without cultural change, systemic reform will be resisted and not sustainable. As the common saying goes, ‘culture eats strategy for breakfast’. Failure to target culture has been described as the ‘death knell’ of many organisational change initiatives, particularly those concerning diversity and inclusion.[endnoteRef:148] [148:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 14.] 

The machine of the QPS and the QPS culture is so strong. You could come up with the best strategy on the planet, but that culture down there, has reverted and overran and come back to practices that we saw before Fitzgerald.[endnoteRef:149] [149:  Confidential conversation, participant 18, November 2023.] 

Effecting cultural change is challenging and takes time. On their own, communications and training are unlikely to succeed in shifting culture.[endnoteRef:150] Cultural change must include a focus on leadership and is more likely to be achieved through changing policies, processes and leadership practices to reward behaviours that align with positive cultural values.[endnoteRef:151] It is critical to combine explicit values-based messages with practical systemic changes to send a clear message of intent.[endnoteRef:152] [150:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 22.]  [151:  B Schneider, V González-Romá, C Ostroff and MA West, ‘Organizational Climate and Culture: Reflections on the History of the Constructs in the Journal of Applied Psychology’ (2017) 102(3) Journal of Applied Psychology 468–82 <doi.org/10.1037/apl0000090>; Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 22; Elissa L Perry, Carol T Kulik, Francis D Golom and Mateo Cruz, ‘Sexual Harassment Training: Often Necessary But Rarely Sufficient’ (2019) 12 Industrial and Organizational Psychology 89, 90.]  [152:  UN Women, What Will it Take? Promoting Cultural Change to End Sexual Harassment (September 2019) 27.] 

Work is underway in QPS to implement transformational cultural change to achieve better outcomes for victims of domestic and family violence, recommended by the Women’s Safety and Justice Taskforce.[endnoteRef:153] This could be leveraged for broader cultural change. During the Review, QPS acknowledged that work on cultural change would require significant effort over multiple years. [153:  Women’s Safety and Justice Taskforce, Hear Her Voice: Addressing Coercive Control and Domestic and Family Violence in Queensland (Report No 1, 2021) Recommendation 31.] 

It is important to note that attending to culture does not provide cover for systemic discrimination or disavow individuals of responsibility for their behaviour. Sociologist Samantha Crompvoets has written persuasively about how a narrow focus on culture can create a ‘fog’ in which culture means everything and nothing, obscuring the real problems.[endnoteRef:154] However, paying attention to culture is vital for understanding how QPS systems function in practice and how they reinforce cultural values that contribute to discrimination, as well as where systemic changes may be resisted. [154:  Samantha Crompvoets, Blood Lust, Trust & Blame (Monash University Publishing, 2021).] 

[bookmark: C3c]Establishing a vision for inclusion
[bookmark: C3c1]Set the vision for an inclusive QPS
QPS has lacked a long-term vision for inclusion
The first step must be to articulate a renewed vision of the diverse and inclusive organisation QPS wants to be. Without a compelling vision of an inclusive QPS to guide reforms, diversity and inclusion work will be rudderless and reactive.[endnoteRef:155] The rationale for change needs to be clear and backed by visible support from senior and middle managers.[endnoteRef:156] QPS has signalled its intention to improve diversity and inclusion in several strategic documents but has lacked a clear and compelling long-term vision that can align and embed leadership for diversity and inclusion throughout the organisation. [155:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 21.]  [156:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346>; In this report, ‘manager’ means any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.] 

QPS has committed to achieving diversity targets by 2027 for First Nations and culturally diverse[endnoteRef:157] people in the workforce and women in senior leadership roles.[endnoteRef:158] However, it is unclear how the targets were developed and chosen. During our Review, the Commission did not observe work being undertaken to identify and plan the changes needed to achieve those targets, such as workforce modelling considering forecasted demand and rates of recruitment, attrition and promotion. As the targets cover the total workforce, they also obscure the work needed to improve diversity in sworn roles and within particular ranks and parts of the organisation. [157:  Defined based on language other than English spoken at home: Queensland Police Service, Equity and Diversity Audit Report (April 2023) 6.]  [158:  Queensland Police Service, Strategic Workforce Plan 2023–2027 (2023) 1; Doc.001, Queensland Police Service, Equity and Diversity Audit Report (Report, 2023) 6.] 

QPS’s five-year strategic plan, which sits at the first level of the organisation’s operational planning framework, was recently renewed for 2024–2028 and shows positive signs of commitment to workplace equality.[endnoteRef:159] It identifies driving reform and building an inclusive and diverse culture as a key opportunity for the organisation and includes embracing diversity one of its core values of ‘respect’. Yet it does not mount a compelling case for why diversity and inclusion would benefit the entire service or how it contributes to the organisation’s overall vision and purpose. [159:  Queensland Police Service, Strategic Plan 2024–2028 (2024).] 

I would completely re-evaluate our strategy to understand what diversity means to us. We really need to rethink what inclusion means and how we go about it. It’s kind of dropped from our vernacular … we’ve gone to the next big shiny thing.[endnoteRef:160] [160:  Confidential conversation, participant 38, November 2023.] 

Review participant
Under the Public Sector Act 2022 (Qld), the Commissioner of Police is required to promote equity and diversity, including through taking reasonable action to ensure those from diverse groups can pursue career advancement opportunities and to eliminate unlawful discrimination in QPS.[endnoteRef:161] The organisation has a five-year inclusion and diversity strategy 2020–2025, which aims to ‘embed an inclusive workplace where all our people are connected, engaged and positively contribute’.[endnoteRef:162] The strategy outlines several high-level strategies and performance indicators. However, most are vague, and the Commission did not observe their progress being measured or tracked. [161:  Public Sector Act 2022 (Qld), s 27.]  [162:  Queensland Police Service, Inclusion and Diversity Strategy 2020–2025: Building a Connected, Engaged and Inclusive Workforce (2023) 1.] 

In compliance with its obligations under the Public Sector Act, QPS has also put in place annual equity and diversity plans. The plans outline objectives and measures to improve equity and diversity, including through embedding an inclusive workplace culture. Objectives in the current plan do not appear to align with the inclusion and diversity strategy.[endnoteRef:163] While the plan contains indicators, in the absence of a clear long-term vision they appear ad hoc and do not show what progress or success would look like. [163:  Queensland Police Service, Equity and Diversity Plan 2023–2024 (2023).] 

During the Review, the Commission was consulted on the development of the new equity and diversity plan, being led by the Human Resources Division. Positively, the QPS project team was highly motivated to improve and set out a more sophisticated and detailed plan.
The vision must be linked to performance
To create the necessary level of urgency and importance, QPS’s vision for inclusion should make the case for diversity and inclusion as core to its wider mission and effective performance. A crucial factor shaping shared perceptions of organisational commitment to diversity and inclusion is the degree to which diversity is viewed as a competitive advantage.[endnoteRef:164] Furthermore, aligning the objectives of reform with the mission of the organisation helps to garner senior and middle manager support for and involvement in change efforts.[endnoteRef:165] [164:  DL Chrobot-Mason and NP Aramovich, ‘The Psychological Benefits of Creating an Affirming Climate for Workplace Diversity’ (2013) 38(6) Group & Organization Management 659–89 <doi.org/10.1177/1059601113509835>.]  [165:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346>.] 

A positive vision would elevate the strategic priority given to diversity and inclusion and provide an end state for those within QPS to envision and work towards.[endnoteRef:166] It is critical that the vision emphasise the strengths and benefits of diversity and inclusion to policing, rather than being merely a corporate aspiration or something necessary to comply with public expectations or legal and policy requirements. [166:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 21.] 

They do it because, you know, they’re required to do it. There might be people at the policy level that say ‘oh yes, we are doing these things’ and reporting on it, but at the real level, they don’t want to change.[endnoteRef:167] [167:  Confidential conversation, participant 122, April 2024.] 

When articulating the purpose and benefits of improving diversity and inclusion, QPS highlights the health and safety of the workplace and representing the community it serves.[endnoteRef:168] Less focus is given to the ways in which diversity and inclusion contribute to the performance of the organisation, including enhancing policing outcomes and becoming an employer of choice. Police services in other Australian jurisdictions are increasingly focusing on performance when making the case for diversity and inclusion.[endnoteRef:169] [168:  Queensland Police Service, Strategic Plan 2024–2028 (2024) 1-2; Queensland Police Service, Equity and Diversity Plan 2023–2024 (2023).]  [169:  Australian Federal Police, Diversity and Inclusion Strategy 2023–2026 (2023) 2-3; South Australia Police, SA Police Diversity and Inclusion Strategy 2021–2025 (2021) 6; Victoria Police, Workforce Diversity and Inclusion Framework 2023–2030 (2023) 4; NSW Police Force, Inclusion and Diversity Strategy 2020–2023 (2020) 6-7.] 

As discussed in Chapter 1, the business case for diversity and inclusion is clear. Indeed, many in QPS recognise this, particularly diverse officers and those who work closely with them, who see the value diversity brings to a modern police service. Yet there are still many who view diversity and inclusion as something QPS is compelled to do and not part of core business. A positive and compelling vision would be an important step in reorienting QPS’s values and convincing the workforce to back change.
The vision needs to be translated into a workplace equality strategy
One of the Commission’s key recommendations is that QPS translate the renewed vision for diversity and inclusion into a long-term workplace equality strategy outlining the systemic changes needed to make progress. The strategy should be developed and in place before QPS commences any new initiatives related to diversity and inclusion. This should be taken as an opportunity to pause, take stock of the recommendations in this report and chart a course forward.
QPS’s strategy should include actions to implement the recommendations in this report, but its scope and duration should extend beyond the life of this review. To have legitimacy and leverage their practical experience and insights, the strategy should be developed with the active engagement of women, First Nations, culturally diverse police, and other diverse members.
It is important that the strategy sets out a coherent and cohesive framework for advancing diversity and inclusion that clearly connects with other strategic and operational plans. We suggest that the strategy could link with and guide the development of QPS’s annual equity and diversity plans under the Public Sector Act. Indicators in the strategy should be integrated within QPS’s organisational performance measures. Once the strategy is in place, other whole-of-organisation strategies, including QPS’s overall strategic plan and vision, should be reviewed and updated to align with it.


[bookmark: C3c2]Involving diverse QPS members
Consulting with diverse groups
Consulting with diverse groups who have lived experience helps to understand the nature and prevalence of systemic issues, develop practical strategies and shape cultural change.[endnoteRef:170] [170:  Australian Human Rights Commission, The Guiding Principles: Effective Consultation and the Positive Duty (Factsheet Series, Positive Duty under the Sex Discrimination Act 1984 (Cth), January 2024).] 

In dismantling barriers to inclusion, it is crucial to elevate the voices of those directly affected, or potentially affected, to identify where the barriers are and what might need to change. This means creating genuine opportunities for diverse groups to contribute to designing the path forward. This approach is reinforced by the literature on designing and implementing interventions for maximum impact.[endnoteRef:171] [171:  U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415–27.] 

QPS members from diverse backgrounds need a seat at the table, and at that table they need to be supported to provide input on matters that impact them.
Nothing about us, without us.[endnoteRef:172] [172:  Focus group participant, August 2024.] 

QPS has established a range of organisational frameworks to engage with its workforce, including consultative groups and diversity networks. Despite this, a key concern raised in our consultation phase was that many diverse QPS members do not feel meaningfully engaged in decision-making processes.
Women aren’t at the table where the big decisions are made.[endnoteRef:173] [173:  Focus group participant, August 2024.] 

Meaningful participation is a core mechanism underpinning effective organisational change interventions.[endnoteRef:174] The greatest potential for positive effects is achieved through approaches that empower people most affected by the challenges to identify and enact changes in multiple domains.[endnoteRef:175] Without the opportunity for this kind of involvement, management-driven changes are likely to fail or cause further harm. [174:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346>; U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415–27 <doi.org/10.1080/1359432X.2020.1803960>.]  [175:  KE Fox, ST Johnson, LF Berkman, M Sianoja, Y Soh, LD Kubzansky and EL Kelly, ‘Organisational- and Group-Level Workplace Interventions and their Effect on Multiple Domains of Worker Well-being: A Systematic Review’ (2022) 36(1) Work & Stress 30–59 <doi.org/10.1080/02678373.2021.1969476>.] 

The policy hasn’t changed as it is white men writing the policy. CALD groups have no influence into policy.[endnoteRef:176] [176:  Focus group participant, August 2024.] 

Review participant
The involvement of diverse members should extend beyond mere consultation and include engagement in the design of the vision and the strategies contained within. This can be expected not only to provide more effective solutions that fit the organisational context but also to generate direct benefits from the participation process itself.[endnoteRef:177] [177:  A Davis, M Tuckey, G Gwilt and N Wallace, ‘Understanding Co-Design as a Process of “Welldoing”’ (2023) 42(2) International Journal of Art & Design Education 278-93 <doi.org/10.1111/jade.12459>.] 

‘QPS don’t consult or collaborate. They present it and say: “This is being implemented, what are your thoughts?”’[endnoteRef:178] [178:  Focus group participant, August 2024.] 

Meaningful participation must be more than a cursory measure. Best practice requires participation to take place at regular intervals and for the feedback of that consultation to help design genuine, positive change.[endnoteRef:179] [179:  Australian Government Workplace Gender Equality Agency, ‘101 Consulting Effectively’, Guide to Consulting Employees on Gender Equality (Web Page) <www.wgea.gov.au/resources/guide-to-consulting/consulting-effectively>.] 

Culturally and linguistically diverse police need influence in policy. Otherwise it sounds good but leads to no real change.[endnoteRef:180] [180:  Focus group participant, August 2024.] 

The terms of reference for the consultative groups that have been established for First Nations and culturally diverse QPS members include ‘contributing to overarching strategic documents’, such as the Inclusion and Diversity Strategy.[endnoteRef:181] [181:  Doc.278, QPS First Nations Consultative Group Terms of Reference, 3 November 2023; Doc.286 CALD Consultative Group Terms of Reference, 27 July 2023.] 

While it is important to consult on high-level strategies, QPS members from diverse backgrounds have a unique lens through which to identify unconscious bias and systemic discrimination.
People with diverse backgrounds see things at a different angle.[endnoteRef:182] [182:  Focus group participant, August 2024.] 

The scope of consultation with these groups should extend to key policies and procedures that have the potential to impact the experience of diverse groups in the workplace.
QPS needs to consult with First Nations members so that everything designed has a cultural safety lens around it ... they actually need to be involved in the design process from the beginning.[endnoteRef:183] [183:  Focus group participant, August 2024.] 

Bridging the trust gap
The Commission heard from many diverse officers who do not trust that QPS leaders are taking genuine steps to take their views onboard. Redefining these relationships will require a concerted effort from leaders and decision-makers to prioritise the voices of diverse QPS members and ensure that their input is met with meaningful action.
I do not believe the change is genuine.[endnoteRef:184] [184:  Focus group participant, August 2024.] 

The Commission spoke with many passionate QPS members who have championed diversity and inclusion and advocated for change in their spheres of influence. We heard that, despite experiencing the impacts of discrimination and providing practical, reasonable solutions, these members have at times felt ostracised and excluded from broader conversation.
We’re constantly being overlooked and not validated of how important including us in these conversations is.[endnoteRef:185] [185:  Focus group participant, August 2024.] 

Encouraging participation and communication between people who hold different social identities increases opportunities to create shared meaning between groups and helps to reduce prejudice.[endnoteRef:186] Equally, failing to engage diverse officers in processes that impact them can have the effect of turning potential champions into potential resistors. [186:  A-K Ward-Bartlett, E Ravlin and JE Park, ‘How Genuine is Your Diversity Climate? A New Typology Highlighting the Emergence of Specious Diversity Climates’ (2023) 44(9) Journal of Organizational Behavior 1301–19 <doi.org/10.1002/job.2731>.] 

I am an advocate for non-Caucasian people to never join the police.[endnoteRef:187] [187:  Confidential conversation, participant 53, December 2023.] 

After expending significant time and energy, often at personal cost, to change the culture of the organisation, diverse officers told us they have begun to feel discouraged, and this had diminished their motivation to contribute.
I’ve never felt so discouraged … I’m so disappointed we have regressed so significantly.[endnoteRef:188] [188:  Confidential conversation, participant 30, November 2023.] 

To create a truly inclusive environment and re-establish the trust of the diverse workforce, QPS needs to authentically engage with the perspectives of women, First Nations and culturally diverse groups to establish a two-way dialogue where employees feel assured that their contributions will be considered and integrated.
[bookmark: C3c3]Own and signal priority and commitment
The Executive Leadership Team needs to own the vision and strategy
At present, diversity and inclusion initiatives lack high-level executive sponsorship and engagement. The QPS Executive Leadership Team[endnoteRef:189], which consists of the highest ranking members of the service, both sworn and unsworn, needs to take ownership of the vision and hold itself responsible and accountable for implementation. This would send a clear signal of priority and commitment, elevate the agenda among whole-of-organisation priorities, ensure alignment of initiatives with organisational objectives and unlock sufficient resourcing.[endnoteRef:190] Progress on the diversity and inclusion strategy should be a standing agenda item in Executive Leadership Team meetings. [189:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.]  [190:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346>; U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415–27 <doi.org/10.1080/1359432X.2020.1803960>.] 

We don’t ever talk about the why. That’s got to be driven by someone who has credibility, it’s got to be driven by the most senior people, as well as come from the bottom up.[endnoteRef:191] [191:  Confidential conversation, participant 41, November 2023.] 

Review participant
The vital role of the executive leadership in driving diversity and inclusion is discussed in more detail in Chapter 4.

Safety signals would show diverse officers that QPS is serious about change
Through the strategy and its rollout, QPS and the Executive Leadership Team need to send clear and consistent ‘safety signals’ that show diverse officers that they are valued. ‘Safety signals’ are explicit signals that people’s identities are valued and respected.[endnoteRef:192] The strategy should include messages that a person’s identity is a legitimate consideration in personnel decisions, consistent with the overarching vision that diversity is valued because it is integral to the overall performance of the service.[endnoteRef:193] [192:  Y Li, S Perera, CT Kulik and I Metz, ‘Inclusion Climate: A Multilevel Investigation of its Antecedents and Consequences’ (2019) 58(4) Human Resource Management 353–69 <doi.org/10.1002/hrm.21956>.]  [193:  M Noon, ‘The Shackled Runner: Time to Rethink Positive Discrimination?’ (2010) 24(4) Work, Employment and Society 728–39 <doi.org/10.1177/0950017010380648>.] 

Validating identity as an important consideration will aid in fostering the organisational conditions for transformational change to occur more quickly.[endnoteRef:194] It is important that these safety signals cascade down through higher ranks to provide a uniform signal of commitment. [194:  M Noon, ‘The Shackled Runner: Time to Rethink Positive Discrimination?’ (2010) 24(4) Work, Employment and Society 728–39 <doi.org/10.1177/0950017010380648>.] 

[bookmark: C3d]Planning and coordinating change
[bookmark: C3d1]Coordinate implementation across the organisation
A list of actions will not lead to systemic change
It is challenging to effectively implement systemic change across an organisation as large and complex as QPS, and it requires careful coordination and sustained focus. It will require actions at multiple levels and areas of QPS and cooperation among areas with different priorities and lines of accountability. Many of the actions will be complementary or conditional on one another and need to be carefully staged.
Critically, QPS is currently implementing a large volume of recommendations from other reviews, inquests and inquiries, several of which suggest systemic improvements in areas connected with this review. QPS will need to carefully coordinate reforms to avoid duplication, inefficiency and unintended consequences. It is important that the systemic changes recommended in this report are not approached as a list of discrete initiatives but are coordinated, resourced and connected with QPS’s wider reform agenda.
There is never any solid commitment to change, just knee jerk reactions that are not supported at all levels and don’t last.[endnoteRef:195] [195:  Confidential conversation, participant 59, December 2023.] 

Coordination must be led by a senior police officer
Systemic cultural change of the nature proposed by our Review is more likely to be achieved when coordinated consistently and comprehensively from the top down.[endnoteRef:196] Mandating a senior executive police officer with the authority and responsibility to coordinate systemic changes recommended by this report is critical to give reforms priority and credibility within the organisation. Throughout the Review, the Commission has heard that policing experience affords significant credibility and standing in the organisation. In that context, it is difficult for ‘unsworn’ parts of the organisation, even senior executive officials, to coordinate the systemic change. This fuels the perception that diversity and inclusion initiatives are a distraction and not part of ‘real’ police work. [196:  JM Beus, JH Smith and EC Taylor, ‘Integrating Organizational Climate Theory: A Domain-Independent Explanation for Climate Formation and Function’ (2023) 108(12) Journal of Applied Psychology 2018–39 <doi.org/10.1037/apl0001117>.] 

In our organisation, I will say it, the power sits with the sworn because we’re a police organisation not a civilian organisation ... in our organisation that is just culturally how it is.[endnoteRef:197] [197:  Focus group participant, August 2024.] 

I’ll be quite frank. Staff members are treated differently to police officers and not in a positive way.[endnoteRef:198] [198:  Focus group participant, August 2024.] 

While the valuing of sworn over unsworn status is unhelpful and should be addressed as part of cultural change, this dynamic needs to be understood and leveraged to drive the changes needed. To implement and drive reforms arising from multiple reviews, we consider a senior police officer should be mandated with coordinating these reforms. A unit within the officer’s command should be resourced to support coordination.


[bookmark: C3d2]Integrate the strategy into organisational planning
Implementation is the most challenging part of reform
Strategies and plans that are not effectively implemented at best achieve little and at worst may do more harm than good. They may offer the appearance of compliance or activity but hide a lack of priority and resourcing and undermine confidence in the organisation’s capacity for change. During the Review, the Commission heard that strategies and initiatives established by the Executive Leadership Team or at headquarters in Brisbane often fail to cut through on the ground, especially in the regions.
The messaging from the executive, the way it is at the moment, is too abstract for people who understand what’s actually happening on the ground … Contextually, it doesn’t reach the people that are actually part of that conversation.[endnoteRef:199] [199:  Confidential conversation, participant 100, March 2024.] 

The higher up the position you get, the more disconnect you have with what’s happening on the ground level.[endnoteRef:200] [200:  Confidential conversation, participant 8, November 2023.] 

Stakeholder participation should include integration of new initiatives as part of everyday work.[endnoteRef:201] [201:  U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415–27 <doi.org/10.1080/1359432X.2020.1803960>.] 

QPS has numerous strategies and plans that propose actions that would improve diversity and inclusion, including the Inclusion and Diversity Strategy, Equity and Diversity Plan 2023–2024 and Multicultural Action Plan 2023–2024. However, none of the plans are referenced in QPS’s annual operational plan and they appear to be weakly implemented.[endnoteRef:202] [202:  Queensland Police Service, Operational Plan 2024–25 (2024).] 

We have an inclusion and diversity strategy. It’s very, very light touch. There’s no responsible people nominated. There’s no timeframes. There’s no performance indicators. There has been no progress.[endnoteRef:203] [203:  Confidential conversation, participant 30, November 2023.] 

Review participant
The Multicultural Action Plan, developed to meet QPS’s obligations under the Multicultural Recognition Act 2016 (Qld), outlines actions to increase diversity of recruitment, improve the collection of culturally diverse data and address racism and discrimination in the workplace.[endnoteRef:204] QPS’s 2023 progress report indicates that little progress has been made on actions relating to internal workplace culture and practices, with most actions having no outcomes to report, citing ‘resourcing implications and competing priorities’.[endnoteRef:205] [204:  Queensland Police Service, Multicultural Action Plan 2023–2024 (2022).]  [205:  Queensland Police Service, Multicultural Action Plan 2022–2024: Annual Reporting for 2022–2023 (Report, 2023).] 

Local initiatives should be encouraged
To be effectively implemented, QPS’s strategy needs to be integrated within operational planning at all levels of the organisation, including through regions, districts and local stations. While visiting stations throughout the state, the Commission learnt about many positive, locally led initiatives in areas such as providing flexible work, offering mentoring for diverse officers, building cultural awareness and setting behavioural standards. These levels of the organisation are best placed to develop practical initiatives that are tailored to their specific operating context and environment.[endnoteRef:206] Embedding diversity and inclusion within operational planning processes at all levels would encourage local initiatives aligned to organisational goals, as well as provide opportunities for sharing and learning between work units and scaling up of effective initiatives. [206:  U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415-27 <doi.org/10.1080/1359432X.2020.1803960>.] 



[bookmark: C3e]Redefining core values and harnessing resistance
[bookmark: C3e1]Harness resistance to change
Expect resistance to diversity and inclusion measures
Any effort to effect widespread cultural change to address inequality in an organisation will be likely to encounter resistance.[endnoteRef:207] Resistance often arises as a response to ‘actual or perceived challenges to existing hierarchies of power’ where privileged groups seek to restore, maintain and increase their position.[endnoteRef:208] [207:  Michael Flood, Molly Dragiewicz and Bob Pease, ‘Resistance and Backlash to Gender Equality’ (2021) 56(3) Australian Journal of Social Issues 393, 400.]  [208:  Michael Flood, Molly Dragiewicz and Bob Pease, ‘Resistance and Backlash to Gender Equality’ (2021) 56(3) Australian Journal of Social Issues 393.] 

However, QPS should not aim for an absence of resistance. If there is no discomfort in making change toward equality, it may be because no substantive change is being made.[endnoteRef:209] Resistance should be viewed as a reflection of the complexities and realities associated with uplifting diversity and inclusion across the workforce.[endnoteRef:210] [209:  Michael Flood, Molly Dragiewicz and Bob Pease, ‘Resistance and Backlash to Gender Equality’ (2021) 56(3) Australian Journal of Social Issues 393, 403.]  [210:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181, 183.] 

Change as a perceived conflict to core values
As outlined in Chapter 1, the Workplace Fairness in QPS Survey identified resistance to diversity and inclusion measures throughout QPS. This often manifested in objections based on tightly held values such as merit and fairness. Resistance can be at its greatest when proposed changes are perceived to compromise core values.
While gender and colour blindness are often considered to be virtues of fairness and neutrality in the assessment of merit, in reality they can operate to reproduce inequalities.[endnoteRef:211] The resistant group may cast doubt on the merit of officers appointed through measures designed to increase diversity, without acknowledging that the system itself may be structured in a way that benefits groups with the most influence.[endnoteRef:212] [211:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181, 188.]  [212:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181.] 

Legacy impacts of previous efforts to increase diversity
Past initiatives in QPS have faced significant resistance, which has had the effect of both undermining the initiative and setting future efforts back.
Resistance to efforts to improve diversity in QPS was observed following a 2016 strategy designed to promote 50/50 gender equity recruitment practices, further described in Chapter 1.
QPS’s 50/50 gender equity recruitment strategy, while well intentioned, was introduced without workforce consultation or a well-communicated rationale for change, and the failure of QPS to anticipate and plan for resistance ultimately harmed both the organisation and individuals impacted by the recruitment processes.
‘[The 50/50 gender equity recruitment strategy was] an absolute debacle … If you’ve gone out and stated to people that you’re going to be hiring 50% women … how do they know that they’re being picked because they meet the requirements and not just because they’re a woman?’[endnoteRef:213] [213:  Confidential conversation, participant 127, May 2024.] 

As a result, more officers found themselves in a situation where their identity was not valued, undermining their sense of belonging.
I have to work really hard to prove that I’m more than just a female.[endnoteRef:214] [214:  Confidential conversation, participant 85, February 2024.] 

I’ve always received multiple comments that the only reason I’ve got on certain courses is because of my sex. I know that I’m a hard worker, but [I] always feel like you’re justifying yourself or having to validate yourself.[endnoteRef:215] [215:  Confidential conversation, participant 47, December 2023.] 

An unfortunate legacy from the implementation of this initiative is that among members of the QPS workforce there is confusion about the distinction between discriminatory initiatives and those that are necessary and justified to shift toward substantive equality.
It removes any credibility of the rest of us that did earn it, and we’re seen as just a ‘stats promotion’.[endnoteRef:216] [216:  Confidential conversation, participant 59, December 2023.] 

The current climate for change in QPS must therefore be viewed through the lens of an organisation where previous diversity efforts have fuelled concerns among officers about the fairness of such initiatives.
QPS should anticipate resistance from the workforce in relation to efforts to implement diversity and inclusion measures, including the recommendations of this report. This resistance is likely to arise in various forms, including from the intended beneficiaries, who have expressed that they want to be seen to be appointed to positions based on their personal qualities, or ‘merit’, rather than their gender or race.[endnoteRef:217] [217:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181, 183.] 

The negative attitudes were so vocal, females would identify themselves as having been promoted prior to the 50/50 gender strategy to separate themselves from females promoted after the strategy was implemented.[endnoteRef:218] [218:  Confidential conversation, participant 106, April 2024.] 

Plan for and harness resistant views
Reacting to resistance by halting or reverting actions designed to support progress will reinforce existing structural disadvantages and strengthen resistance. Conversely, accepting resistance as a part of organisational change and failing to effectively plan for and manage resistance risks undermining progress and harming diverse officers. Creating a safe environment for change is a critical first step.[endnoteRef:219] [219:  Doc.311, Draft for Discussion – Workforce Modelling for Communications, Culture and Engagement Division DFV & DNA Reform Program Office, Ernst & Young, 27.] 

An opportunity to redefine core values
In harnessing resistant views, it is necessary to acknowledge that resistance to change will be influenced by individual identities, beliefs and privileges.
Recent research by Gender Compass highlights six distinct segments within the Australian population, each varying in their attitudes toward gender equality. The most resistant group – the ‘rejector’ segment – was the group most likely to value respecting tradition, rules and norms.[endnoteRef:220] This aligns with the Commission’s observations regarding the entrenched values within QPS such as merit and fairness. In preparing to manage resistance, it will be crucial for QPS to apply a values lens to strategies for change. [220:  Plan International Australia, Gender Compass Segmentation Research Report (2023) 9.] 

Values are abstract, often subconscious and challenging to unpack, making values-based resistance powerful in blocking the change agenda.[endnoteRef:221] While values held by QPS members, such as fairness and solidarity, are not inherently negative – and indeed have positives in police work – the way they are understood can undermine positive efforts to promote diversity and inclusion. [221:  Marieke Van den Brink and Yvonne Benschop, ‘Gender Interventions in the Dutch Police Force: Resistance as a Tool for Change?’ (2018) 18(3) Journal of Change Management 181, 193.] 

This presents an opportunity for QPS to redefine and communicate its core values. By reframing and aligning its values with equality efforts, QPS can shift toward creating a more cohesive and supportive environment for change. Rather than expecting members to abandon values such as merit and fairness, a strategic approach could leverage existing values to promote opportunities for diverse members, demonstrating that adhering to values and embracing diversity are two sides of the same coin.
Leveraging proximity
Proximity and the use of storytelling are powerful tools that can foster empathy and bring people closer to the experiences of diverse QPS members, moderating and shifting resistant views. Understanding more about the experiences of diverse QPS members can also help to facilitate an awareness of benefits of diversity, contributing to inclusive workplaces.
During our consultations, we identified that proximity can be a defining factor in whether people are supportive of or resistant to diversity and inclusion initiatives.
[After interviewing a culturally diverse applicant] I wanted to just wrap myself around him and say, come on board. It brings tears to my eyes … We had all sorts of judgements going around in our head, but he was such a shining light.[endnoteRef:222] [222:  Confidential conversation, participant 76, February 2024.] 

Some members reported that working alongside diverse officers had broadened their understanding of the challenges faced by these groups.
I just thought, oh my god, this is it, this is what generalisation does when people don’t have exposure to people who are different.[endnoteRef:223] [223:  Confidential conversation, participant 11, November 2023.] 

Others recounted how witnessing the experiences of diverse officers raised disparities from their own experience, leading to a reflection on their position of respective privilege.
My wife is an incredible woman, incredible police officer … That experience gave me so much more compassion for my wife and the issues that she’s had to put up with … It gave me some real insight and it’s helped me out later on in life.[endnoteRef:224] [224:  Confidential conversation, participant 132, March 2024.] 

We also heard that when QPS members were able to work with diverse officers, those members could see how diverse officers’ skills can complement those in the workforce and lead to better policing outcomes.
My experience over years of managing [part-time mothers] is that I get more out of some of those part timers than I do with some of my full timers. It’s because they turn up … some of those are the best workers you could ever have.[endnoteRef:225] [225:  Confidential conversation, participant 109, April 2024.] 

Review participant
Proximity engenders compassion by bringing awareness to challenges faced by diverse groups and making their experiences visible and real. Strengthening the voices of diverse groups through tools such as storytelling can help to bring proximity to areas of QPS where exposure to diversity may be limited. By highlighting the unique strengths that diverse QPS members bring to QPS, proximity alone makes the case for change.
Secure support from champions for change
Resistance occurs on a spectrum, with some taking an entrenched opposition to a proposed initiative, others being fully committed to a proposed initiative and a ‘curious and unconvinced’ moveable middle remaining undecided and susceptible to influence.[endnoteRef:226] Focusing on the moveable middle is a key starting point for change.[endnoteRef:227] [226:  VicHealth, (En)Countering Resistance: Strategies to Respond to Resistance to Gender Equality Initiatives (Victorian Health Promotion Foundation, 2018) 8.]  [227:  VicHealth, (En)Countering Resistance: Strategies to Respond to Resistance to Gender Equality Initiatives (Victorian Health Promotion Foundation, 2018) 8.] 

One approach to engaging the moveable middle is to champion leaders who speak out in support of workplace equality, encouraging others to follow suit. The Commission observed that senior officers who engaged with the workforce about the benefits of diversity and inclusion assisted in raising awareness across the organisation.
Engaging a network of champions for change will help to expand the pockets of commitment for action across QPS.[endnoteRef:228] Encouraging those who have established credibility and influence will generate opportunities to challenge prevailing attitudes and can be an important driver for change.[endnoteRef:229] It will be necessary to provide these champions with support to carry out this role, including specific training on managing resistance and calling out inappropriate behaviour. [228:  Our Watch, Understanding, Monitoring and Responding to Resistance and Backlash (Report, 2022) 60.]  [229:  Our Watch, Understanding, Monitoring and Responding to Resistance and Backlash (Report, 2022).] 



Narrative
Amy’s* story
*Not their real name
Amy is a long-serving officer who joined QPS when few women were in leadership roles. She said the lack of women in the organisation had a negative impact on her experience as a junior officer.
She told us,
Not having female role models, or females who had walked my path, or females that I could turn to for advice … was quite significant.
Throughout her career, Amy has strived to foster an inclusive work environment because she knows what it’s like to feel excluded.
When initiatives to improve inclusion and diversity have been introduced, Amy has seen the resistance and backlash. She thinks this is because such initiatives fundamentally challenge the status quo for the majority of the workforce, which is male dominated.
Reflecting on the response to QPS’s 50/50 gender recruitment strategy, 
Amy said:
What I find so interesting is that some men are very quick to identify how there’s such an unfair system and how they’ve been so incredibly disadvantaged by this approach. They’ve never once walked a day in my shoes. They don’t know what it’s like to be a female in a male dominated area. To walk into a meeting where you are the only female in the whole room.
Amy emphasised that to achieve results in the face of resistance, QPS must get the right people to communicate the rationale for change and to challenge perceptions of people who do not value inclusion. As a starting point, these people must have established credibility in the organisation.


[bookmark: C3e2]Enhance internal communications
Strategic communication facilitates engagement
As a large organisation with a segmented workforce, internal communications provide an important platform for driving systemic change in QPS.[endnoteRef:230] Effective communication requires messages to be clearly articulated, consistently reinforced and widely understood, providing clarity of expectations across the workforce.[endnoteRef:231] This requires sufficient resources, including personnel, time and relevant infrastructure, to establish main communication channels.[endnoteRef:232] A strategic and considered communications approach is therefore essential to uplift diversity and inclusion literacy across QPS. [230:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346>; U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415–27 <doi.org/10.1080/1359432X.2020.1803960>.]  [231:  Nicola Pless and Thomas Maak, ‘Building an Inclusive Diversity Culture: Principles, Processes and Practice’ (2004) 54 Journal of Business Ethics 129, 131.]  [232:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346https://doi.org/10.1111/apps.12346>.] 

Communicate the rationale for change
Clearly articulating and communicating the rationale for workplace equality will assist in moving resistant groups away from common misconceptions. Effective communication should aim to dismantle existing attitudes by enhancing overall literacy on concepts such as the distinction between formal and substantive equality. These are challenging messages to convey, but addressing them is essential for enabling meaningful cultural change.
Taking a proactive approach to communication will help to achieve a more informed workforce, ultimately facilitating smoother implementation of strategies. Anticipating common resistant reactions and preparing for the types of questions that may arise – through tools like FAQs, fact sheets, and discussion points – will help to ensure QPS members, including managers, are equipped with the information needed to drive change.
Lack of organisational prioritisation impedes progress
Currently, only a handful of permanent positions are dedicated to delivering internal communications to a growing workforce of almost 20,000 people.[endnoteRef:233] Our review of documents obtained by the Commission indicates that QPS received advice from external consultants Ernst & Young in a draft report dated February 2024 that highlighted an immediate need to increase strategic communications capacity.[endnoteRef:234] [233:  Doc.311, Draft for Discussion – Workforce Modelling for Communications, Culture and Engagement Division DFV & DNA Reform Program Office, Ernst & Young, 8.]  [234:  Doc.311, Draft for Discussion – Workforce Modelling for Communications, Culture and Engagement Division DFV & DNA Reform Program Office, Ernst & Young, 8.] 

The under-resourcing of internal communications has resulted in fragmented and inconsistent approaches to distributing key messages across QPS, with various groups and individuals independently initiating efforts to build awareness about diversity and inclusion within their own networks.
We’ve been all thrashing around on our own trying to make changes in our small areas of influence.[endnoteRef:235] [235:  Focus group participant, August 2024.] 

We were also told that some diverse officers have experienced backlash when diversity and inclusion measures are announced without strategic workforce communication.
There were problems with how the initial inclusion and diversity strategy came out, because it wasn’t marketed very well. Then we had this massive period of ‘inclusion via exclusion’, so the men hated all the women.[endnoteRef:236] [236:  Confidential conversation, participant 92, March 2024.] 

Targeted engagement is more effective than mass communication efforts, however, the lack of resources allocated to developing engagement activities in QPS has inhibited their reach and prevalence. Resourcing limitations also raise challenges regarding the capacity for QPS to monitor and refine key messages used to shape inclusion and diversity literacy.
Addressing this deficiency requires QPS to support cultural change by allocating greater organisational prioritisation and resourcing capability to its internal communication functions.


[bookmark: C3f]Harnessing data and information
[bookmark: C3f1]Uplift data capabilities
Accurate data is essential for QPS to know where it is and what it needs to focus on – that is, to iteratively observe and make adaptations to steer progress throughout the implementation period.[endnoteRef:237] Robust data collection and analysis capability for workforce issues is necessary to ensure oversight of key issues and to inform strategies for change. [237:  U von Thiele Schwarz, K Nielsen, K Edwards, H Hasson, C Ipsen, C Savage, JS Abildgaard, A Richter, C Lornudd, P Mazzocato and JE Reed, ‘How to Design, Implement and Evaluate Organizational Interventions for Maximum Impact: The Sigtuna Principles’ (2021) 30(3) European Journal of Work and Organizational Psychology 415–27 <doi.org/10.1080/1359432X.2020.1803960>.] 

Developing an accurate picture of the workforce
The Commission observed limitations of the current workforce demographic data as outlined in further detail in Chapter 2. Relevantly, this included issues relating to:
the adequacy of data collection methods to identify the number of culturally diverse police in the workforce
the number of First Nations and culturally diverse police who feel comfortable identifying as such in formal data collection mechanisms.
An inaccurate picture of workforce demographics runs the risk of excluding diverse officers. Data limitations also prevent QPS from establishing a baseline dataset from which to monitor changes over time.
We understand from QPS that its workforce data analytics capabilities were impacted by machinery of government changes, including QPS involvement in the Public Safety Business Agency, and that these capabilities are now being rebuilt.[endnoteRef:238] [238:  Queensland Audit Office, Deploying Police Resources (Performance Audit Report No 4, 2023–24, 30 November 2023) 28.] 

Work is underway to improve the accuracy and reliability of workforce data in QPS, including through communications campaigns encouraging employees to update their equity and diversity information in the QPS Employee Self Service Platform.[endnoteRef:239] The efforts QPS has made to remedy data deficiencies will be crucial to establishing a more accurate picture of the workforce. [239:  Doc.080, Communication Strategy – Completion of Equity and Diversity information in ESS, Information Request.] 

You can’t improve what you don’t measure
During our information-gathering phase, the Commission obtained various datasets from QPS related to diversity and inclusion, including:
workforce demographics filtered by rank and work unit
career progression of diverse QPS members including in relation to recruitment, promotion, higher duties and retention
whole-of-workforce access to flexible work arrangements.
While QPS provided many rich and valuable datasets in response to the Commission’s requests, it appeared that often these were being generated for the purpose of the Review. In some instances it seemed that, prior to our request, QPS had not proactively compiled and analysed key datasets.
We also heard about a lack of confidence in QPS’s data analysis of key issues.
I am unaware of data that is collected to provide an accurate representation of the depth of the problem. Presently, media reports highlight the increasing attrition rate with no explanation as to the causes for officers leaving. I am unaware if data exists regarding rank, length of service and the gender of officers who resign … Until data is collected, or made available for analysis, as to the reasons for women/First Nations/CALD [culturally diverse police] leaving the service, the issues cannot truly be addressed. You cannot improve what you don’t measure.[endnoteRef:240] [240:  Confidential conversation, participant 106, April 2024.] 



Aside from the Working for Queensland survey, we did not observe data being used to measure workforce attitudes to diversity and inclusion. QPS also did not appear to measure experiences of diverse officers in the workplace through collating information from exit processes or other internal information sources, which would be best practice.[endnoteRef:241] [241:  Doc.311, Draft for Discussion – Workforce Modelling for Communications, Culture and Engagement Division DFV & DNA Reform Program Office, Ernst & Young, 88.] 

Actively measuring and considering these factors is essential, as collectively they provide a more comprehensive understanding of the current state of QPS in terms of diversity and inclusion. Adopting a more systematic approach to data collection and analysis will enable QPS to identify specific areas of concern and to develop targeted strategies for improvement.[endnoteRef:242] [242:  Doc.311, Draft for Discussion – Workforce Modelling for Communications, Culture and Engagement Division DFV & DNA Reform Program Office, Ernst & Young, 88.] 

[bookmark: C3f2]Use workforce data to drive strategic decision-making
Ensuring data informs strategy requires decision-makers to be provided with regular updates about trends and systemic issues impacting the workforce.[endnoteRef:243] The QPS Strategic Workforce Plan 2023–2027 reflects the importance of such an approach, setting a vision for a workforce where ‘data and metrics capability inform organisational decisions’.[endnoteRef:244] [243:  Doc.076, Commission of Inquiry Recommendation 24 Sexual Harassment Review Queensland Police Service, PricewaterhouseCoopers, 34; Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (Report, August 2023) 76.]  [244:  Queensland Police Service, Strategic Workforce Plan 2023–2027 (2023).] 

Optimised data streamlines decisions
Strategic management is most effective when data is presented to decision-makers in a format that is simple, transparent and dynamic. The Commission of Inquiry identified limitations in QPS’s ability to present data in an accessible and streamlined way. Specifically, the Commission of Inquiry found that reporting on the effectiveness of the complaints system was hindered by the difficulty in obtaining a clear overview of a member’s disciplinary history, as the files provided in response to such a request were often dense records consisting of hundreds of pages.[endnoteRef:245] [245:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 322.] 

An internal review pointed to deficiencies in data-sharing capabilities across Commands. The review found that these shortcomings limited the ability for leadership to have visibility over key issues and reduced the opportunity for preventative action.[endnoteRef:246] [246:  Doc.076, Commission of Inquiry Recommendation 24 Sexual Harassment Review Queensland Police Service, PricewaterhouseCoopers, 34.] 

Addressing these challenges is essential for enhancing decision-making processes and enabling more proactive management of risks across QPS.
Strengthening reporting for improved oversight
The Commission identified limitations in QPS’s approach to reporting on key issues, including as set out in the quarterly complaint database reports provided to the Executive Leadership Team.[endnoteRef:247] These reports display a series of static graphs on complaint numbers by gender, age, rank and location of the subject member. The reports do not clearly identify which types of complaints originate from within QPS and which come from the public. Though informative, the data falls short in providing a full picture of the underlying issues. To better support decision-making, data should be consolidated to reveal trends or hotspots – for example, spikes in internal complaints in specific districts against members of certain ranks. [247:  E.g. Doc.181, Ethical Standards Command Report Quarter Two (FY2023/2024) Statistics, 8 January 2024.] 

A review of diversity and inclusion data reports also highlighted deficiencies in how data is used to identify and communicate critical issues. The Public Sector Act requires QPS to promote and advance equity and diversity, including through an annual audit report. Our review of the QPS audit report revealed a high-level, formulaic approach to data interpretation. There was little evidence that the root causes of the workforce inequities had been deeply explored.[endnoteRef:248] [248:  Doc.002, Queensland Police Service Equity and Diversity Audit Report, April 2023.] 

Addressing these gaps is crucial to equip decision-makers with the data necessary for informed action, facilitating greater oversight and enabling strategic decision-making.


[bookmark: C3g]Monitoring and sustaining progress
[bookmark: C3g1]Monitor outcomes, not outputs, to drive continual improvement
Real change takes time
The systemic reforms called for in this report will take time to fully embed; cultural changes may take several years. While there is urgency for change and several priority actions that need to occur, most QPS members who spoke to the Commission understood that significant shifts would not occur overnight.
The pathway to QPS being an inclusive organisation will be long and contain challenges. There will be roadblocks in the form of resistance and initiatives that do not work as expected. Organisations like QPS are dynamic and constantly shifting, with a tendency to revert to entrenched patterns of behaviour.[endnoteRef:249] QPS will need to adapt and be willing to sustain urgency and focus, in line with its overarching vision and strategy. [249:  Frank D Golom, ‘Reframing the Dominant Diversity Discourse: Alternate Conversations for Creating Whole System Change’ (2018) 29(1) Metropolitan Universities 11, 18.] 

To guide this journey and ensure the best use of QPS’s resources, it is vital that QPS define and monitor the outcomes it is seeking to achieve and the indicators that would demonstrate success.[endnoteRef:250] Outcomes are not merely outputs, such as the implementation of a recommendation, but goals and objectives on the pathway to inclusion. Indicators should be set at the individual as well as organisational level to measure the effect that systemic reforms are having.[endnoteRef:251] To promote accountability and transparency, these should be incorporated within QPS’s performance frameworks, used to inform internal monitoring and evaluation, and included in public reporting. Monitoring is also important for identifying unintended consequences or side effects of initiatives to garner insights that can improve the change process.[endnoteRef:252] [250:  K Nielsen, R Randall, A-L Holten and ER González, ‘Conducting Organizational-Level Occupational Health Interventions: What Works?’ (2010) 24(3) Work & Stress 234–59 <doi.org/10.1080/02678373.2010.515393>.]  [251:  Elissa L Perry, Carol T Kulik, Francis D Golom and Mateo Cruz, ‘Sexual Harassment Training: Often Necessary But Rarely Sufficient’ (2019) 12 Industrial and Organizational Psychology 89, 91.]  [252:  LL Watts, BE Gray and KE Medeiros, ‘Side Effects Associated with Organizational Interventions: A Perspective’ (2022) 15(1) Industrial and Organizational Psychology: Perspectives on Science and Practice 76–94 <doi.org/10.1017/iop.2021.93>.] 

At present, QPS only reports on high-level measures and targets for workforce diversity, including percentages of women in leadership roles, First Nations people, people born overseas and people from non-English speaking backgrounds.[endnoteRef:253] The annual report does not separate this data by sworn and unsworn QPS members, resulting in higher levels of diversity being reported than if only sworn police were included. Reporting on a wider set of key indicators of diversity and inclusion is necessary to allow stakeholders and the public to identify progress and hold QPS to account. There is also an opportunity for QPS to use performance measures to strengthen reporting for other purposes, such as in meeting the organisation’s equity and diversity obligations under the Public Sector Act.[endnoteRef:254] [253:  Queensland Police Service, Annual Report 2022–23 (Report, 2023).]  [254:  Public Sector Act 2022 (Qld), ch 2.] 

[bookmark: C3g2]Invite oversight and expert input
Diversity and inclusion should be a priority for QPS’s governance bodies
QPS’s governance bodies should consider diversity and inclusion a high organisational priority and provide strategic oversight of progress. This includes the QPS Board of Management, whose role is to advise on and oversee performance against strategic and operational objectives. The Commission reviewed the Board’s agendas between July 2023 and June 2024 and did not identify a strong focus on diversity and inclusion or internal workplace culture generally.[endnoteRef:255] The Commission suggests that progress on the organisation’s inclusion and diversity strategy should be a standing item in all Board meetings. [255:  Doc. 233, Board of Management – Agenda, 25 June 2024; Doc. 234 Board of Management – Agenda, 13 December 2023; Doc. 235, Board of Management – Agenda, 21 March 2024.] 

The extent to which the Board of Management can perform this role and provide insights on diversity and inclusion is likely to be impacted by its lack of diversity.[endnoteRef:256] This Review has highlighted the importance of lived experience in understanding the problem and coming up with potential solutions, and the role that proximity to diversity plays in shifting attitudes and perspectives. The Commission recommends that QPS review its governance frameworks to promote diversity in the Board and its other governance structures. There is a strong rationale for QPS to consider including the Executive Director of the First Nations Division as a standing member of the Board to ensure the Board benefits from First Nations perspectives, particularly in considering matters affecting First Nations officers and people.
 [256:  Doc.236, Strategic Governance Manual, Chapter 2: Charter – Board of Management, Issue 5, 8 November 2023.] 

Ongoing guidance from our Advisory Panel will be invaluable
Expert support and involvement is a key mechanism to ensure that desired organisational intervention outcomes are achieved.[endnoteRef:257] During the Review, the Commission and QPS have had the benefit of expert advice from the Review’s Advisory Panel. The panel brings specialist expertise and an independent perspective, elevating the review and sharpening its focus on priority issues. The value of the panel’s strategic insight and guidance will only increase during the implementation and evaluation phases of the review. We therefore recommend that QPS sustain the Advisory Panel through the term of the review and leverage its expertise. [257:  H Roodbari, C Axtell, K Nielsen and G Sorensen, ‘Organisational Interventions to Improve Employees’ Health and Wellbeing: A Realist Synthesis’ (2022) 71(3) Applied Psychology: An International Review 1058–81 <doi.org/10.1111/apps.12346>.] 
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[bookmark: C4b]Why it matters
Committed, values-based leadership is essential for QPS to make the systemic change required to realise workplace equality. Leaders must understand the current drivers of inequality so they are able to genuinely commit to the reform agenda. They must take individual and collective responsibility for the changes required by this Review, set cultural and behavioural expectations and meet those themselves.
Leaders ultimately set the cultural agenda and commit resourcing to realise it. It is vital that the leadership is seen by the rest of the workforce as being united in the commitment to improving workplace equality.
Throughout our consultations, we heard that there is a lack of faith in the senior leadership to act inclusively, that measures to improve workplace equality have not been prioritised in the past, that traditional, authoritarian leadership is the rewarded style of leadership, and that officers-in-charge have a great capacity to create positive or negative culture in a station or work unit.
In this chapter
We explore why leadership is so important and what the Executive Leadership Team[endnoteRef:258] needs to do to drive this work successfully – increase diversity in its membership, commit to exemplary behaviour, show visible support for the reform agenda and be more accountable for genuine workplace equality outcomes. We also explore traditional and modern leadership styles within QPS. [258:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

This chapter contributes to the overall picture of what positive steps QPS should take to prevent discrimination, and what should be done to increase retention of QPS members from diverse backgrounds.[endnoteRef:259] [259:  As required by Review Scope, paragraphs (d) and (e).] 

[bookmark: C4b1]Leadership will make or break the reform agenda
Leadership has a critical role to play in inclusion. Inclusion is about respect, and in a hierarchical organisation, respect is generated from the top down.[endnoteRef:260] [260:  Confidential conversation, participant 88, March 2024.] 

Review participant
Organisational leadership impacts on diversity and inclusion beyond specific, concrete initiatives.[endnoteRef:261] The commitment of other members in an organisation is influenced by what they see their leaders doing.[endnoteRef:262] It is also crucial that leaders are seen to model the required behaviours and attitudes,[endnoteRef:263] particularly to foster the belief that diversity is beneficial for the organisation.[endnoteRef:264] [261:  LM Leslie and E Flynn, ‘Diversity Ideologies, Beliefs, and Climates: A Review, Integration, and Set of Recommendations’ (2024) 50(3) Journal of Management 849–76 <doi.org/10.1177/01492063221086238>.]  [262:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 126.]  [263:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 126.]  [264:  LM Leslie and E Flynn, ‘Diversity Ideologies, Beliefs, and Climates: A Review, Integration, and Set of Recommendations’ (2024) 50(3) Journal of Management 849–76, <doi.org/10.1177/01492063221086238>.] 

In a hierarchical organisation such as QPS, leadership determines resourcing and structures and influences culture. This finding was reflected by the Commission of Inquiry, which noted that ‘codes of conduct, policies and procedures have less impact on the actions of an organisation’s members than the words and actions of its senior leaders’.[endnoteRef:265] [265:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 64.] 

Systemic reform to create workplace equality is complex and often occurs only incrementally. It requires a long-term commitment from leaders, who need to remain dedicated even when change seems to stall or if particular initiatives are not successful. This commitment is strengthened when it is embedded through the leaders’ strategic and operational decisions.
Leaders also have a key role in promoting the benefits of workplace equality, redefining core values and harnessing resistance to change.[endnoteRef:266] Senior leaders have responsibility for translating external drivers, such as the broader political authorising environment, into effective organisational action, and visible leadership commitment is vital.[endnoteRef:267] [266:  Harnessing resistance to change is a concept we discussed earlier in this report. Resistance is to be expected. Rather than failing to plan for it, QPS should use resistance as a platform to make transformative steps towards workplace equality.]  [267:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

All the foundational change outlined in this report must be driven by the Senior Leadership Team, collectively and as individuals, if it is to achieve outcomes. Leaders will need to own the process from the outset.[endnoteRef:268] [268:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 128.] 

Leadership emerged as a common theme throughout our consultations. This was consistent with other similar reviews of police services by human rights agencies in South Australia and Victoria and at the Australian Federal Police.
[bookmark: C4b2]Senior leadership lacks credibility with some of the workforce
Our starting point in this review was the evidence base obtained by the Commission of Inquiry. One of their findings was that QPS members feel abandoned by their leadership.[endnoteRef:269] Some submissions published by the Commission of Inquiry observed that the organisation lacked integrity and that it appeared that this lack of integrity related to leaders failing to uphold the stated values of QPS, create a positive and inclusive culture for its members, or meet community expectations.[endnoteRef:270] [269:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 65.]  [270:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022), 69.] 

At the time of our consultations, we heard that some police continue to have a lack of faith in the senior leadership to act on discrimination.[endnoteRef:271] [271:  Confidential conversations, participants 21, 69, 82, 88, 103, 105, 108, 122, 129, 136, 142.] 

For some participants, this was about a lack of diversity within the upper ranks.
There’s been so many times I’ve walked into a room like this, that I’ll be the only woman sitting at the table … And yet, you’ll have 12 white men making decisions about women … when you look at the pipeline in leadership in the QPS I don’t see that changing for generations.[endnoteRef:272] [272:  Confidential conversation, participant 21, November 2023.] 

For other participants it was that they do not believe senior leaders have demonstrated exemplary behaviour in the past.
I can’t think of people that I admire now, or that I could learn from, more that I can get help from and show me how to do something. It doesn’t exist.[endnoteRef:273] [273:  Confidential conversation, participant 122, April 2024.] 

[bookmark: C4b3]Planning is vital and rushing to action should be avoided
In the report Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police, former Sex Discrimination Commissioner Elizabeth Broderick highlighted a strong ‘bias to action’ in command-and-control environments like policing.[endnoteRef:274] Broderick cautioned against the Australian Federal Police rushing in to try to fix any perceived problems without first understanding the causes of the systemic failure. [274:  Elizabeth Broderick & Co., Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police (Report, 2016) 2.] 

This resonates with what we heard from participants in our consultations. They want to see real change. This message is therefore important for the Senior Leadership Team in considering how to respond to this report. We have afforded QPS generous timeframes and enough discretion in how to best implement our recommendations, to help avoid an unplanned rush to action.
Findings from the international evidence base indicate that, to achieve positive outcomes, it is vital to design and implement diversity and inclusion initiatives carefully rather than focus simply on whether or not initiatives are adopted.[endnoteRef:275] It is easy to make symbolic changes. What is much more challenging is implementing initiatives with consistency and reliability and applying appropriate accountability mechanisms – yet each of these aspects is essential for long-term success.[endnoteRef:276] [275:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.]  [276:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

[bookmark: C4b4]Align senior leadership and management, and have each play its role
Senior leadership commitment is crucial for executing the change agenda, but it is not sufficient. Champions are needed across the whole organisation.
Successful implementation of strategic change depends on aligning effective leadership and management across levels of the organisational hierarchy. Rather than working separately, aligned leadership across these layers is what drives changes in organisational performance.[endnoteRef:277] Signals sent by the actions of leaders and managers[endnoteRef:278] are particularly important for legitimising organisational values and activities.[endnoteRef:279] [277:  CA O’Reilly, DF Caldwell, JA Chatman, M Lapiz and W Self, ‘How Leadership Matters: The Effects of Leaders’ Alignment on Strategy Implementation’ (2010) 21(1) The Leadership Quarterly 104–113 <doi.org/10.1016/j.leaqua.2009.10.008>.]  [278:  Any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.]  [279:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

Senior leadership set values and managers operationalise them
Senior leaders communicate the values of the organisation through formal policies, structures, and processes, and managers communicate what those values mean for everyday activities through their words and actions.[endnoteRef:280] [280:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–871 <doi.org/10.1177/10596011211005916>.] 

When an organisation values diversity and inclusion, its managers have a critical role in operationalising this into its practices – for example, through decision-making, information networks and informal work-related activities.[endnoteRef:281] In line with this idea, we also heard that local messaging is important. [281:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–871 <doi.org/10.1177/10596011211005916>.] 

The Commissioner does a lot of different things to try and address that in this workplace in all different mediums. But … still that’s not as influential as somebody who’s in your workspace talking to you and telling you about things.[endnoteRef:282] [282:  Confidential conversation, participant 21, November 2023.] 

Review participant
Managers shape the culture
Previous reviews have observed that middle management are the cultural ambassadors of the organisation. They have day-to-day interaction with members – and what these leaders say and do matters.[endnoteRef:283] This is consistent with the research evidence[endnoteRef:284] and was also reflective of what we heard throughout our consultations. [283:  Elizabeth Broderick & Co., Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police (Report, 2016) 7.]  [284:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–871 <doi.org/10.1177/10596011211005916>.] 

They learn from the leadership group, and then they take on what they’ve said and then all of a sudden, it’s what they’re saying. Because it’s very much a leadership issue.[endnoteRef:285] [285:  Confidential conversation, participant 103, April 2024.] 

The behaviour of managers, including how they treat diverse employees, can either reinforce or undermine the intention of diversity initiatives. In particular, through their day-to-day implementation of initiatives,[endnoteRef:286] managers play a key role in determining whether initiatives succeed or fail. Their role can be enhanced by monitoring and accountability structures.[endnoteRef:287] This day-to-day implementation includes addressing behavioural and conduct issues and making decisions that affect inclusion – for example, deciding flexible work requests and who is given opportunities in the form of higher duties or training. These specific topics will be dealt with in more detail in later chapters of this report. [286:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.]  [287:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

These everyday interactions can really count to both make diverse staff feel included and give all staff the message that diversity is to be embraced. We heard that managers who embrace difference can have great impact.
I think the leaders who identify that they need different skill sets in an office are the changemakers.[endnoteRef:288] [288:  Confidential conversation, participant 86, February 2024.] 

Beyond the implementation of specific initiatives, managers are crucial for cultivating practices that strengthen social connection amongst organisational members who hold different identities. This helps to cultivate the social and relational context for inclusion.[endnoteRef:289] [289:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

[bookmark: C4c]The Executive Leadership Team needs to do some heavy lifting
For cultural reform to be successful, the Executive Leadership Team needs to take ownership of the reforms, both as individuals and collectively.
While it is important to have properly resourced staff to implement the necessary changes, improving workplace equality in QPS will require full senior leadership support and commitment now and into the future. Responsibility for this leadership cannot simply be delegated. As we heard during our focus groups,
[The Commissioner of Police] down needs to drive this.[endnoteRef:290] [290:  Focus group participants, August 2024.] 

QPS members told us in consultations they cannot see change coming from senior leadership.[endnoteRef:291] This is a significant problem because, when senior leaders are not ‘walking the talk,’ diversity and inclusion initiatives are likely to be symbolic rather than substantive.[endnoteRef:292] [291:  Confidential conversations, participants 7, 8, 15, 18, 20, 39, 41, 53, 59, 88, 103, 106, 122, 129, 130, 132, 142; and site visit.]  [292:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

The Executive Leadership Team consists of approximately 40 people and the Senior Leadership Team – all commissioned officers – more than 300. For the purposes of this report, we are focusing on the actions the Executive Leadership Team need to take to drive this work forward, but in fact the whole senior leadership needs to be onboard and their actions aligned. Inclusive leadership needs to exist across all of these levels to ensure that policies designed to promote diversity are effectively enacted in day-to-day practices.[endnoteRef:293] [293:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–71 <doi.org/10.1177/10596011211005916>.] 

[bookmark: C4c1]Increase diversity in the Executive Leadership Team
I think the organisation needs women and it needs culturally diverse officers in positions of influence … have some of those diverse people in influential roles.[endnoteRef:294] [294:  Confidential conversation, participant 78, February 2024.] 

Review participant
Not having diverse voices around the senior leadership table when making decisions can hinder an organisation’s ability to genuinely move forward in the journey towards being inclusive. Visible diversity among senior leaders is a powerful signal that the organisation actually values diversity.[endnoteRef:295] Diversity in leadership assists an organisation by bringing different ways of thinking from the varied life experiences diverse officers have.[endnoteRef:296] It is also more difficult for diverse members to imagine being a leader if they do not see others like them at the table. [295:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.]  [296:  A McLeod and V Herrington, ‘Valuing Different Shades of Blue: From Diversity to Inclusion and the Challenge of Harnessing Difference’ (2017) 6(3) International Journal of Emergency Services 177, 178.] 

We heard about the lack of representation in senior roles during our consultations.
We’re such a culturally diverse state, but … all the senior police are white people.[endnoteRef:297] [297:  Confidential conversation, participant 53, December 2023.] 

The composition of the Executive Leadership Team does not reflect the current diversity across ranks overall. In the sworn ranks, as at 31 January 2024,[endnoteRef:298] the overall proportion of women was 28.4%, First Nations officers was 2.3% and culturally diverse officers was 3.3%.[endnoteRef:299] [298:  Queensland Police Service workforce data, 31 January 2024.]  [299:  Data limitations about culturally diverse police mean that data on this group is unreliable. This is because of recent Queensland Government-wide changes about how that data is collected. This means that data is unable to be reliably compared with previous years and may not capture, or accurately represent, all officers who identify as culturally diverse.] 

In its Annual Report 2022–23, QPS reports that 31.7% of Senior Executive Service positions are women.[endnoteRef:300] However, that figure is not disaggregated between sworn and unsworn staff. [300:  Queensland Police Service, Annual Report 2022–23 (Report, 2023) 27. Note from the annual report: the QPS workforce generally changes at a slower rate compared to other agencies as it has a lower attrition rate, and regarding police officers, generally positions are filled internally only. Consequently, it is challenging to achieve changes to the workforce except over an extended period.] 

When broken down further,[endnoteRef:301] it is true that 31.7% of the Executive Leadership Team are women, but the numbers of women in sworn and unsworn roles is: [301:  The list of Executive Leadership Team members as at 30 June 2023 is contained in the Queensland Police Service, Annual Report 2022–23 (Report, 2023) 51.] 

sworn members: 7/27 (25.9%)
unsworn members: 4/8 (50%).
The sworn and unsworn roles in the Executive Leadership Team have different functions, and a more accurate picture is shown when they are reported separately.
Public reporting of leadership diversity is inadequate
In the QPS Annual Report 2022–23, no breakdown is given for First Nations or culturally diverse members in Senior Executive Service or Senior Officer positions. The overall First Nations staff figure is given as 2.3% and culturally diverse staff given as between 1.2% and 1.9%.[endnoteRef:302] Without public reporting on First Nations and culturally diverse members in leadership positions, there is less accountability for QPS in those areas than there is for women. [302:  Queensland Police Service, Annual Report 2022–23 (Report, 2023) 27 – these figures are for staff overall and are not disaggregated between sworn and unsworn.] 

[bookmark: C4c2]The leadership pipeline will not become more diverse without intervention
There are disproportionately small numbers of women, First Nations and culturally diverse police in the commissioned officer ranks, which can be seen in the following table.[endnoteRef:303] [303:  Queensland Police Service workforce data, 31 January 2024.] 

Table: QPS workforce data showing pipeline of future leaders
	
	Women
	First Nations
	Culturally diverse[endnoteRef:304] [304:  Data limitations about culturally diverse police mean that data on this group is unreliable. This is because of recent Queensland Government-wide changes about how that data is collected. This means that data is unable to be reliably compared with previous years and may not capture, or accurately represent, all officers who identify as culturally diverse.] 


	Chief Superintendent
	9.1% (1/11)
	0
	0

	Superintendent
	17.5% (10/57)
	1.8% (1/57)
	0

	Inspector
	21.6% (51/236)
	1.7% (4/236)
	1.3% (3/236)



Given this, it is obvious that, without intervention, the proportion of women, First Nations and culturally diverse sworn members of the Executive Leadership Team will not significantly increase.
The Commission acknowledges that the historical pace of change within the sworn ranks of QPS has been slow because of the relatively low attrition rate compared with the non-sworn staff of QPS or other government agencies.
Current targets for women leaders will take a long time to be achieved without intervention
QPS has already set itself a target of 30% for women in senior leadership roles.[endnoteRef:305] The Equity and Diversity Audit Report 2023[endnoteRef:306] indicates that strategies to increase the number of women leaders are being progressed.[endnoteRef:307] Some of those are outlined in the Strategic Workforce Action Plan. However, it is unclear how the strategies outlined in the Strategic Workforce Plan 2023–2027 will increase the number of women in leadership roles.[endnoteRef:308] [305:  Queensland Police Service, Strategic Workforce Plan 2023–2027 (2023).]  [306:  QPS is required to provide an annual equity and diversity audit report to the Office of the Special Commissioner, Equity and Diversity, under the Public Sector Act 2022 (Qld), s 29.]  [307:  Queensland Police Service, Equity and Diversity Audit Report (Report, April 2023) 6.]  [308:  Queensland Police Service, Strategic Workforce Plan 2023–2027 (2023) 2. Leadership and capability strategies are: continue to build leadership development at all levels that is aligned to Queensland Government and QPS values, foster leadership pipeline recruitment practices that reinforce Queensland Government and QPS values, implement a succession planning framework to support emerging leaders.] 

Targets for First Nations and culturally and linguistically diverse leaders do not exist
We heard in consultations that having more First Nations officers in the higher ranks is important.
An inspector as [the] highest ranking [sworn] First Nations person, which to me is not good enough … we need to be sitting at the senior leadership table.[endnoteRef:309] [309:  Confidential conversation, participant 103, April 2024.] 

The Strategic Workforce Plan 2023–2027 indicates that First Nations staff were 2.3% of the workforce, with a target of 4%. It indicates that culturally and linguistically diverse staff were 1.2% of the workforce, with a target of 8%. No targets are given for those groups in leadership roles.


Mechanisms exist to diversify the talent pool
In conducting similar reviews, other human rights agencies have cautioned against an over-reliance on internal recruitment. While providing career pathways and development for internal staff is important – and we discuss this in a later chapter of this report – the greater use of external attraction strategies and even lateral recruitment can support the changes needed to ensure the QPS leadership achieves improved diversity.
Lateral entry has also been recommended in other jurisdictions to deal with similar issues of a lack of diversity at the leadership level.[endnoteRef:310] [310:  See, for example, Elizabeth Broderick & Co., Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police (Report, 2016) 56.] 

[bookmark: C4d]Pre-requisites for the leadership to drive this work effectively
In this section we look at the three elements we see as critical to success: leading by example, visibility of commitment and accountability.
[bookmark: C4d1]Leaders must lead by example
To rebuild trust with diverse members, leaders must act with absolute integrity.
If people see leaders behaving respectfully, they are more likely to behave that way themselves.
There’s certain people that I’ve worked with, like natural leaders, who will call people out on their behaviours or comments or whatever they’re making, and people respect them … they gain respect very quickly from people and people know where they stand with them.[endnoteRef:311] [311:  Confidential conversation, participant 8, November 2023.] 

On the other hand, poor behaviour erodes trust and credibility and sends the wrong signal to officers about how seriously QPS is committed to change.
[It is] absolutely critical that we walk the walk – what I have seen in more recent years is a complete lack of role modelling from the top down – we have some excellent champions, but we should have 100% champions in SLT and ELT.[endnoteRef:312] [312:  Focus group participant, August 2024.] 

Review participant
At the time of our consultations, we heard about a widespread perception that senior leaders lack credibility.
So that piece that I spoke to about being credible, that’s really key … to challenge respectfully, the very, very senior leaders of our organisation, who absolutely without a shadow of a doubt do not value inclusivity.[endnoteRef:313] [313:  Confidential conversation, participant 41, November 2023.] 

Not all members feel that current leaders’ behaviour is exemplary
The QPS Integrity Framework provides that senior leaders must lead by example and act with the utmost integrity and professionalism.[endnoteRef:314] [314:  Doc.293 25.1 QPS Integrity Framework, 6.] 

This requirement sits in contrast with what we heard during consultations.
I have lost count of the times I have seen high ranking police laugh and join in with sexist, racist, homophobic or other non-inclusive behaviour.[endnoteRef:315] [315:  Confidential conversation, participant 88, March 2024.] 

The Working for Queensland results are informative on this topic as well.[endnoteRef:316] Only 31% of QPS respondents agreed that the executive group modelled the values or principles of the organisation and 34% agreed that the executive group acts with a high level of integrity. [316:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (2023).] 

Change will require reflective, modern leaders
Given the results above, the Senior Leadership Team does not seem to be thought of as ‘leading by example’.
The next best thing, and a step in the journey towards being seen as leading by example, is to show the capacity for self-reflection and ownership of personal history. Leaders who are self-reflective will review and evaluate decisions they have made, both in real time and in hindsight, so that they can continue to improve their decision-making. This means necessarily taking a critical approach to one’s own decisions to understand biases, underlying assumptions and thought processes and to see if decisions can be more inclusive in the future.
We heard that leaders can feel overwhelmed with significant other priorities and do not readily see themselves as part of the problem.
Really, is this what we need to do when we’re trying to do all these other 10 million things over here? And that’s definitely a consideration … well we know culture is a long thing. It’s not going to happen tomorrow… and also people don’t think this necessarily applies to them.[endnoteRef:317] [317:  Confidential conversation, participant 11, March 2024.] 

We also heard that there may need to be some upskilling of leaders.
How can you expect our senior leaders to be good leaders if they’re not getting the tools, and to get the tools they need to do the courses? … You’re not born with leadership skills, you need to develop them.[endnoteRef:318] [318:  Confidential conversation, participant 103, April 2024.] 

Review participant
[bookmark: C4d2]Make leadership support for diversity and inclusion measures visible
QPS members take note of what is valued by leaders and prioritise their actions and behaviour accordingly. Committing to workplace equality is a new way of ‘doing business’, and QPS members need to see the Executive Leadership Team put that commitment into action. Members cannot only be told about it by their managers. Put simply, what senior leaders say must be reflected in what they do.[endnoteRef:319] [319:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–71 <doi.org/10.1177/10596011211005916>.] 

As is typical of large organisations, the leadership and the frontline workforce, particularly those in general duties, are not easily visible to one another.[endnoteRef:320] This was a very strong theme in the Commission of Inquiry report, where ‘disillusionment and cynicism’[endnoteRef:321] were felt in the ranks because of that lack of connection. During our own consultation, we heard that change is not coming from senior leaders[endnoteRef:322] and that there is a disconnect between the Executive Leadership Team and lower ranks.[endnoteRef:323] [320:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 25.]  [321:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 73.]  [322:  Confidential conversations, participants 7, 8, 15, 18, 20, 39, 41, 53, 59, 88, 103, 106, 122, 129, 130, 132, 142; and site visit.]  [323:  Confidential conversations, participants 99, 109, 113, 117, 120, 122; and site visits.] 

Leadership support for diversity and inclusion should be demonstrated by communicating the benefits of diversity to the workforce, redefining core values and harnessing resistance,[endnoteRef:324] and embedding wellbeing of diverse members in ‘business as usual’. [324:  Harnessing resistance to change is a concept we discuss earlier in this report. Resistance is to be expected. Rather than failing to plan for it, QPS should use resistance as a platform to make transformative steps towards workplace equality.] 

The benefits of diversity are not well communicated to QPS members
The benefits of diversity and inclusion for organisational performance is a key message that the Executive Leadership Team needs to communicate to all QPS members. Not only will this message provide a strong signal about the organisational priority of diversity and inclusion but it will also help mitigate resistance by highlighting shared interest.[endnoteRef:325] The benefits of increasing diversity, discussed earlier in this report, are: [325:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

helping address workforce shortages – drawing from a wider range of the community in recruiting and then keeping officers in the job
building a fairer and safer workplace – reducing workplace harms and keeping officers at work
creating a capable and modern police service – more diverse teams are better at solving the complex problems police face
enhancing community trust of police – improving policing outcomes by better reflecting the communities police serve.
We heard that these benefits are not being communicated to the broader workforce.
We really need a rethink of what inclusion means and how we go about it … it’s kind of dropped from our vernacular.[endnoteRef:326] [326:  Confidential conversation, participant 38, November 2024.] 

Review participant
Managing resistant views will be an ongoing challenge
As we discuss in this report, resistance should be anticipated and planned for as part of the change journey. Leaders need to be able to sensitively and confidently address resistant views in real time, with the aim of eventually encouraging resistant players to adapt and reframe their thinking.
The needs of diverse staff are not being included in business-as-usual
Attention to inclusive work environments where staff wellbeing is prioritised is a basic tenet of modern leadership. This is not a radical idea, and QPS would not be ahead of the times in building these concepts into its ‘business-as-usual’ approach. Indeed, other policing organisations in Australia have been cognisant of these issues since at least 2016, when the Australian Federal Police asked Elizabeth Broderick to report on gender diversity and inclusion in that organisation.[endnoteRef:327] [327:  Elizabeth Broderick & Co., Cultural Change: Gender Diversity and Inclusion in the Australian Federal Police (Report, 2016).] 

Instead of having diversity and inclusion as a siloed and ‘add-on’ piece of work, leaders need to use a diversity and inclusion lens when making all strategic and operational decisions.
[bookmark: C4d3]Improve accountability
In addition to giving visible support and leading by example, the third element of leadership capability in this area is being accountable for change.
As we discuss in this report, monitoring and sustaining progress is one of the foundations of change. Without genuine accountability, diversity and inclusion will remain a low priority across QPS.
This section highlights the sorts of outcome measures that should be in place for the Executive Leadership Team.
Outcomes are more important than outputs
Outcomes are not merely outputs. An example of an output would be the implementation of a leadership capability assessment for Executive Leadership Team members. An outcome connected to that would be ‘leaders demonstrate understanding of the effect of their leadership on diverse groups’, which is an important step on the pathway to inclusion.
Indicators should be set at the individual level as well as collectively to measure the effect that systemic reforms are having.[endnoteRef:328] [328:  Elissa L Perry, Carol T Kulik, Francis D Golom and Mateo Cruz, ‘Sexual Harassment Training: Often Necessary But Rarely Sufficient’ (2019) 12 Industrial and Organizational Psychology 89, 91.] 

There are two main areas in which the sworn Executive Leadership Team can be measured:
the composition of the sworn members of the team and its level of diversity
workforce data on diversity and inclusion more broadly.

Measuring diversity of the Executive Leadership Team
As discussed earlier in this chapter, the current Executive Leadership Team is not diverse. It will be better able to drive the necessary systemic change required by this Review if its sworn members reflect greater diversity.
The Workplace Equality Strategy, which we have recommended QPS develop, will need to include targets for all ranks, including at this level.
This is an area where outputs can and should be measured. That is, have the numbers of women, First Nations and culturally diverse police increased in the sworn members of the Executive Leadership Team over time?
Measure broader diversity and inclusion outcomes
How the non-commissioned workforce assesses workplace climate needs to be given more weight for change to be successful.[endnoteRef:329] To do this, QPS should assess employee perceptions of issues such as fairness of performance assessment and promotion, access to information and knowledge, access to flexible work arrangements, and the ability influence decision-making and opportunities to develop new skills.[endnoteRef:330] [329:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 116.]  [330:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 116.] 

The Working for Queensland survey provides a good opportunity to obtain employees’ views on those topics. To obtain a clear picture, the interpretation of results should be disaggregated between sworn and unsworn staff.
The Working for Queensland survey currently includes relevant questions such as:
perceptions of executive leadership
accessibility of flexible work
intention to leave, noting that one of the reasons respondents can select is that is ‘senior leadership is of a poor quality’
level of comfort sharing perspective as Aboriginal person, Torres Strait Islander person, or both
commitment of executive group to gender equity.[endnoteRef:331] [331:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (2023).] 

[bookmark: C4e]Modernising leadership styles
[bookmark: C4e1]Re-examine traditional, authoritarian leadership styles
Authoritarian leadership styles are prevalent in command-and-control environments, including policing.
In this leadership style, individual leaders can rely on their authority to direct action – that is, they have an ability to direct staff because their staff defer to their rank. However, this leader-centric, authority-dependent understanding of leadership can be counterproductive when dealing with more complex actions, such as creating cultural change.[endnoteRef:332] [332:  Victoria Herrington and Andrew Colvin, ‘Police Leadership for Complex Times’ (2015) December Policing 1-10, 2 <doi:10.1093/police/pav047>.] 

Authoritarian leadership stifles different opinions and loses the value of diversity
During consultations, we were told that QPS members find it difficult to speak up under authoritarian leadership and that people do not feel confident or comfortable to express different opinions.
If you don’t like the way it is, you won’t be promoted and you might as well leave … years ago … if something [was] wrong, I would speak up. But I’ll do it respectfully. And I’d also have some evidence base of why I think that is wrong. And that would have once been considered leadership. Now it’s considered troublemaking … So you know, you just can’t have a voice. You’re expected to just speak the dominant line and nothing else.[endnoteRef:333] [333:  Confidential conversation, participant 122, April 2024.] 

When one leadership style is valued above others, people in the minority feel that they must assimilate to get by rather than having the full advantage of their difference, and this is a loss for the organisation. We heard during consultations,
And I’ve actually seen a number of women, what I would say, adopt or try to adopt, masculine traits in their leadership and invariably they come unstuck, because … they try to be like one of the boys again, they’re clearly not, instead of just being themselves and leading as themselves, they tried to adopt this persona … I certainly think people coming from different diverse backgrounds are going to find it more challenging.[endnoteRef:334] [334:  Confidential conversation, participant 21, November 2023.] 

Review participant
Research suggests that, for some leaders, this results in not feeling they can be their authentic selves.[endnoteRef:335] [335:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017), 64.] 

In this report, we discuss the changed nature of modern policing. When demand is changing, it makes sense that new ways of doing things should be tried and evaluated. However, the Commission of Inquiry heard that, ‘To get promoted within the QPS to commissioned ranks, you must comply with the ‘group think’ of the senior ranking officers. No officer that thinks differently to them or with alternative ideas, will get promoted. The senior ranking officers do not want to be challenged with their decisions’.[endnoteRef:336] [336:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 74.] 

In our own consultations we also heard similar sentiments.
Yeah, I think you know, anyone who is outspoken, I wouldn’t even call it outspoken – people just with a different perspective – that … doesn’t agree with you know, long held practices … that have been implemented by new management or whatever it is. It’s just like, there’s no open communication about, you know, things that affect people it’s … like, get on the bus or get run over by it was what they were saying out of their own mouths. You know, and … there’s no point in asking for feedback … if you’re only going to punish the people that speak up.[endnoteRef:337] [337:  Confidential conversation, participant 122, April 2024.] 

[bookmark: C4e2]Embrace modern leadership styles
Leadership is a key driver of effective connection between organisational policies and practices[endnoteRef:338] or, conversely, observable gaps – known as decoupling. To cultivate inclusion, inclusive leadership is needed at multiple levels – senior leaders who establish inclusive workplace policies; and managers who implement inclusive practices in everyday working life.[endnoteRef:339] [338:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–871 <doi.org/10.1177/10596011211005916>.]  [339:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–871 <doi.org/10.1177/10596011211005916>.] 

Inclusive leadership invites and appreciates the contribution of others
Traditional command-and-control leadership models are outdated and unlikely to be the best approach to achieving the systemic change this report recommends. Inclusive leadership is a more modern approach that is likely to yield better results.[endnoteRef:340] [340:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 167.] 

The elements of inclusive leadership can be described as awareness of biases, collaborative approach, treating people fairly, valuing uniqueness while providing connectedness, creating conditions for high performance by providing a safe space to speak freely, and encouraging individuals to do their best.[endnoteRef:341] Inclusive leadership therefore has both psychological and functional aspects.[endnoteRef:342] [341:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 167.]  [342:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–871 <doi.org/10.1177/10596011211005916>.] 

Promisingly, we heard that some leaders and managers in QPS are demonstrating more modern leadership styles, as opposed to the historically valued style. Unfortunately, in the current environment, these are sometimes seen as not being effective, despite achieving expected outcomes.[endnoteRef:343] [343:  Confidential conversation, participant 70, February 2024.] 
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[bookmark: C5b]Why it matters
Preventing all forms of discrimination is essential for QPS to become a diverse and inclusive workplace.
Police work is stressful and demanding. In consultations, we heard that police who experience and witness discrimination carry an even heavier burden. This can be profound and devastating for both the police involved and the organisation.
There are social, emotional and economic costs of discrimination. It can lead to absenteeism, job dissatisfaction and psychological harm, as well as decreased productivity, increased turnover and administrative burdens.[endnoteRef:344] As we know from the Commission of Inquiry, discrimination can also influence policing outcomes – for example, how police respond to domestic and family violence. [344:  ‘The impacts of workplace sexual harassment’, Respect@Work (Web Page) <www.respectatwork.gov.au/individual/understanding-workplace-sexual-harassment/impacts-workplace-sexual-harassment>; M Hebl, SK Cheng and LC Ng, ‘Modern Discrimination in Organizations’ (2020) 7 Annual Review of Organizational Psychology and Organizational Behavior 257–82 <doi.org/10.1146/annurev-orgpsych-012119-044948>; IA Smith and A Griffiths, ‘Microaggressions, Everyday Discrimination, Workplace Incivilities, and Other Subtle Slights at Work: A Meta-synthesis’ (2022) 21(3) Human Resource Development Review 275–99 <doi.org/10.1177/15344843221098756>.] 

QPS needs to understand and take proactive steps to manage the risks of discrimination in the workplace. Where discrimination occurs, there must be appropriate avenues for officers to safely report issues and concerns and for the organisation to respond appropriately. Processes must change to ensure they are person-centred and trauma-informed, ensuring police who experience discrimination feel heard, have their wishes respected and are not exposed to further harm.
This chapter contributes to the overall picture of what positive steps QPS should take to prevent and respond to workplace discrimination.[endnoteRef:345] [345:  As required by the Review Scope, paragraph (d).] 



Narrative
Lucy’s* story
*Not their real name
Lucy, a former Senior Sergeant with QPS, was drawn to becoming a police officer as she had a strong sense of social responsibility and wanted to help members of her community.
During her time with QPS, Lucy repeatedly experienced sexual harassment, misogyny and bullying in the workplace. When she reached out for support, she did not feel that her concerns were appropriately handled. After making a complaint, she felt excluded in the workplace and that opportunities for career progression were no longer available to her.
Lucy found herself unable able to reconcile her motivation for joining QPS with the reality of the environment she was working in.
I continued to feel a sense of shame when I noticed and experienced the depth of sexism and misogynistic attitudes towards women – not only towards policewomen – but towards victims of gender-based violence.
Despite a long career as a highly qualified and dedicated police officer, Lucy decided to leave QPS. She shared with us the devastating and lasting impacts of her experiences on her health, interpersonal relationships, and career.
I developed PTSD and adjustment disorder with anxiety and depression. The impact on my marriage and children is unable to be quantified. I lost a career that I expected to remain in until retirement, my identity, and purpose.
Beyond the extensive personal and professional impacts on her, Lucy reflected on the wide-ranging consequences that cultural issues in QPS have for the broader community.
These issues fail to provide a policing organisation able to meet the needs of the community which it serves. They fail to treat the diverse Queensland community with respect and fairness and continue to increase the rate of incarceration of First Nations people.


[bookmark: C5b1]Intervene early to reduce discrimination and its impacts
Preventing discrimination from occurring in the first place, and intervening early where it does occur, will create a safer working environment than just responding after it happens.[endnoteRef:346] [346:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 15.] 

Police are highly skilled responders, and discrimination should be responded to. However, a disproportionate focus on response does not serve the best interests of the organisation or QPS members. By the time discrimination reaches the stage where there is an organisational response, it has often already caused significant and sometimes irreparable harm.
Processes for responding to workplace discrimination are often lengthy and adversarial, exposing workers to further harm such as re-traumatisation and stress.[endnoteRef:347] These processes can be costly and damaging to an organisation’s reputation, and they often fail to restore safe and productive working relations. They can also exacerbate the organisational harms of discrimination, including increased legal risk and absenteeism. [347:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 68.] 

The Commission observed that QPS’s focus has historically been on response rather than prevention. However, many senior leaders in QPS recognise the challenges this presents and have expressed a desire to shift to a more preventive focus.


Narrative
John’s* story
*Not their real name
John is a senior officer with a long career at QPS who offered his personal insights on QPS’s approach to preventing discrimination in the workplace.
The current approach to inclusion and diversity across the organisation, as John sees it, is ‘disjointed and fragmented’. He could not say with confidence that QPS is committed to the organisational change needed to address discrimination in the workplace.
In identifying areas for improvement, John instanced the current practice of responding to cultural issues after they reach crisis point, rather than taking steps to prevent them arising in the first place. While robust mechanisms exist for Ethical Standards Command to intervene in large-scale concerns, such as systemic discrimination in a particular work unit, John told us that the path to addressing ‘one off’ incidents is less clear.
We sort of have that divide between the isolated incidents to the catastrophic workplace misogyny and bullying.
John thinks QPS could centralise its approach to diversity and inclusion and could be more proactive. He sees real benefit in working to prevent discrimination as part of QPS’s broader approach to organisational risk management.
He told us,
I suppose I’ve got an issue avoidance kind of strategy. You know, let’s get in front of the game and let’s talk about what positive steps police could take to prevent discrimination, sexism and racism.


[bookmark: C5b2]Meet legal obligations to prevent discrimination
Taking steps to prevent discrimination is not only crucial to mitigate its devastating impacts, but also a legal requirement that QPS must meet to fulfil its obligations to officers and the community.
A duty to prevent discrimination
QPS has a positive duty under the Sex Discrimination Act 1984 (Cth) to take proactive actions to prevent discrimination on the grounds of sex, including sexual harassment, in a work context.[endnoteRef:348] The positive duty requires organisations to take reasonable and proportionate measures to eliminate these forms of conduct as far as possible.[endnoteRef:349] Guidance by the Australian Human Rights Commission emphasises that, in satisfying the positive duty, organisations are expected to consider intersecting factors that may influence a person’s experience of discrimination, including whether they identify as First Nations or culturally diverse.[endnoteRef:350] [348:  Sex Discrimination Act 1984 (Cth), ss 47B, 47C.]  [349:  Sex Discrimination Act 1984 (Cth), s 47C(1).]  [350:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 22.] 

Queensland’s new positive duty to prevent discrimination
Queensland has also recently amended the Anti-Discrimination Act 1991 (Qld) to introduce a positive duty to take reasonable steps to prevent discrimination. This change illustrates a significant step forward in strengthening and modernising Queensland’s discrimination laws, with the Queensland positive duty extending further than the Commonwealth equivalent, applying to all protected characteristics, including both sex and race. The positive duty applies to QPS and will come into effect on 1 July 2025.
Under the Public Sector Act 2022 (Qld), the Commissioner of Police also has an obligation to promote equity and diversity, including through taking reasonable action to eliminate unlawful discrimination in QPS.[endnoteRef:351] [351:  Public Sector Act 2022 (Qld), s 27.] 

Work health and safety laws
Queensland’s work health and safety frameworks also require QPS to protect workers from psychosocial hazards, including sexual harassment.[endnoteRef:352] [352:  Work Health and Safety Act 2011 (Qld), s 26A; Work Health and Safety Regulation 2011 (Qld), regs 55A–55G.] 

Recent changes to work health and safety regulations further expand on the existing psychosocial risk provisions, providing new requirements to prevent sexual harassment at work.[endnoteRef:353] Organisations are required to proactively identify and manage risks of sexual harassment and sex or gender-based discrimination.[endnoteRef:354] From March 2025, organisations will require a written prevention plan to manage each identified risk.[endnoteRef:355] [353:  Work Health and Safety (Sexual Harassment) Amendment Regulation 2024 (Qld).]  [354:  Work Health and Safety (Sexual Harassment) Amendment Regulation 2024 (Qld), subdiv 3.]  [355:  Work Health and Safety (Sexual Harassment) Amendment Regulation 2024 (Qld), reg 55H.] 

It is important that QPS identify any actions necessary to ensure compliance with these requirements and other associated legal obligations. Meeting these obligations will be essential to creating a diverse and inclusive workplace and minimising legal risks.
[bookmark: C5c]Proactively managing the risk of discrimination
[bookmark: C5c1]Recognise the risk of workplace discrimination
Workplace discrimination is a significant organisational risk carrying individual, operational and legal consequences. In ensuring QPS takes strategic steps toward workplace equality, it will need to consider ways that it can proactively identify and address the risk of discrimination occurring. This includes identifying and managing risks specific to the QPS workplace, such as the high stress environment, low levels of diversity, power imbalances in the hierarchical structure, and a culture that tolerates sexism, racism and other forms of discriminatory behaviour.[endnoteRef:356] [356:  Workplace Health and Safety Queensland, Managing the Risk of Psychosocial Hazards at Work (Code of Practice, 2022) 54; LM Cortina and MA Areguin, ‘Putting People Down and Pushing Them Out: Sexual Harassment in the Workplace’ (2021) 8 Annual Review of Organizational Psychology and Organizational Behavior 285–309 <doi.org/10.1146/annurev-orgpsych-012420-055606>.] 



Discrimination prevents the achievement of strategic objectives
The QPS Management Support Manual defines organisational risk as the probability of something happening which may impact QPS’s objectives, such as those set out in its strategic plans.[endnoteRef:357] [357:  Doc.090, Queensland Police Service Management Support Manual Issue 52, 20 June 2024, 44.] 

We were interested to identify whether workforce discrimination fell within the ambit of an organisational risk as conceptualised by QPS. To understand this better, we reviewed publicly available organisational plans and strategies. Our review identified that key QPS objectives that appear to relate to discrimination include the following.
	Publication
	Objective

	Strategic Plan 2024–2028[endnoteRef:358] [358:  Queensland Police Service, Strategic Plan 2024–2028 (2024).] 

	Keep our people safe and feeling supported
Strengthen our culture to better reflect our values

	Operational Plan 2024–2025[endnoteRef:359] [359:  Queensland Police Service, Operational Plan 2024–2025 (2024).] 

	Continue to support and engage our people to create healthy, inclusive, safe and productive workplaces

	Equity and Diversity Plan 2023–2024[endnoteRef:360] [360:  Queensland Police Service, Equity and Diversity Plan 2023–2024 (2023).] 

	Drive cultural change to deliver a more respectful and diverse workplace where everyone feels included
Embed a diverse and inclusive culture where women can participate and thrive to reach their potential, including in leadership roles

	Strategic Workforce Plan 2023–2027[endnoteRef:361] [361:  Queensland Police Service, Strategic Workforce Plan 2023–2027 (2023).] 

	Build a capable and sustainable workforce that is diverse, inclusive, and reflective of the community we serve
Foster and embed a culture that aligns with our values 
Establish an organisational framework to support gender equity in the workplace



To achieve each of the above strategic and operational objectives, QPS needs to protect its members from workplace discrimination.
Management of the risk of discrimination is currently falling short
Psychosocial hazards
Queensland’s work health and safety laws include a requirement to prevent psychosocial hazards.[endnoteRef:362] These are guided by a code of practice, established in 2022, on managing the risk of psychosocial hazards at work. The code outlines that harassment, including based on sex and race, is a common example of a psychosocial hazard arising from work.[endnoteRef:363] [362:  Work Health and Safety Act 2011 (Qld), s 274.]  [363:  Workplace Health and Safety Queensland, Managing the Risk of Psychosocial Hazards at Work (Code of Practice, 2022).] 

The code highlights workplace factors that may increase the risk or likelihood of harassment occurring including:[endnoteRef:364] [364:  Workplace Health and Safety Queensland, Managing the Risk of Psychosocial Hazards at Work (Code of Practice, 2022) 54.] 

low worker diversity where a workforce is dominated by one gender, race or culture
power imbalances where one gender holds most of the management and decision-making positions
workers who are isolated due to work locations, shift work and restrictive places such as cars
poor understanding among workplace leaders of the nature, drivers and impacts of sexual harassment.
Many of these factors are present in QPS workplaces. The code also notes that policing organisations are at heightened risk due to their hierarchical structure.[endnoteRef:365] Therefore, it is important that QPS conceptualise and address risk management, including to ensure it is compliant with legislative requirements. [365:  Workplace Health and Safety Queensland, Managing the Risk of Psychosocial Hazards at Work (Code of Practice, 2022) 54.] 

The Commission reviewed internal documents outlining QPS’s approach to psychosocial risk management.[endnoteRef:366] An internal report for the Executive Leadership Team[endnoteRef:367] identified matters such as traumatic events, role overload and poor leadership support as key psychosocial hazards.[endnoteRef:368] However, the report did not identify discrimination as a key psychosocial risk for the QPS workforce. [366:  Doc.237, Overview of Psychosocial Risk in the QPS, Health, Safety and Wellbeing Division, 5 April 2023; Doc.238 Considerations for Psychosocial Risk Management in the QPS, Health, Safety and Wellbeing Division; Doc.239, QPS WHS Psychosocial Risk Assessment Tool, Health, Safety and Wellbeing Division, 7 June 2023; Doc.240 Psychosocial Hazards Audit Tool, Health, Safety and Wellbeing Division, 7 June 2024; Doc.241 Psychosocial Risk Management Process Map.]  [367:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.]  [368:  Doc.238, Considerations for Psychosocial Risk Management in the QPS, Health, Safety and Wellbeing Division, 9.] 

This view was reflected by what we heard during consultations.
[QPS should] attend to the psychosocial hazards in the workplace and reward those officers who have the courage to speak out.[endnoteRef:369] [369:  Confidential conversation, participant 142, June 2023.] 

Noting the factors listed above that place QPS members at increased risk of experiencing harassment in the workplace, it is the Commission’s view that this is a significant gap in QPS’s current approach to psychosocial risk management.
Risk Management Framework
The QPS Risk Management Framework notes that the organisation’s approach is not to be risk averse but to identify, understand and manage risks in a balanced manner.[endnoteRef:370] QPS has established strategic, enterprise and operational risk registers to document its approach to managing organisational risks.[endnoteRef:371] [370:  Doc.297, Enterprise Risk Management Framework, Office of the Chief Risk Officer, 2023.]  [371:  Doc.312, Email: QHRC Request for Information, Office of the Chief Risk Officer, 9 July 2024.] 

QPS’s risk registers contain various risks relating to discrimination, harassment and inappropriate behaviour. The enterprise risk register displays a high-risk rating associated with what it describes as ‘sub-standard inclusion and diversity practice across QPS service areas, impacting staff wellbeing and community confidence’.[endnoteRef:372] Other registers pointed to risks of psychosocial hazards critically impacting service capability and potentially resulting in long-term health and wellbeing outcomes.[endnoteRef:373] While this indicates a level of organisational awareness of risks, information provided to the Review did not highlight the specific control measures being taken to mitigate these risks. [372:  Doc.312, Email: QHRC Request for Information, Office of the Chief Risk Officer, 9 July 2024.]  [373:  Doc.312, Email: QHRC Request for Information, Office of the Chief Risk Officer, 9 July 2024.] 

Organisational oversight
It is important that senior leaders in QPS are regularly informed about key risks to enable them to endorse the implementation of controls and measures.[endnoteRef:374] There are a range of internal governance structures in QPS tasked with risk management, including: [374:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 38.] 

the Board of Management, which endorses QPS’s risk appetite[endnoteRef:375] [375:  Doc.236, Strategic Governance Manual Chapter 2: Charter – Board of Management, 10.] 

the Executive Leadership Team, which informs and operationalises strategy and monitors organisation-wide risk and performance[endnoteRef:376] [376:  Doc.232, Strategic Governance Manual Chapter 4: Charter – Executive Leadership Team, 15.] 

the Audit, Risk and Compliance Committee, which scrutinises, challenges and oversees the Commissioner’s legislated management responsibilities.[endnoteRef:377] [377:  Doc.215, Strategic Governance Manual Chapter 3: Charter – Audit, Risk and Compliance Committee (ARCC), 12.] 

The Commission reviewed copies of meeting agendas from the past 12 months from the above internal governance structures (at July 2024). This review indicated limited discussion of discrimination in the workplace as an organisational risk, and no agendas included discrimination or harmful workplace conduct as a standing agenda item.
[bookmark: C5c2]Prioritise a preventative approach
An organisation-wide prevention plan is critical
The Commission reviewed copies of plans, policies and procedures to prevent harmful workplace behaviour, including assessments of specific risks within the organisation, such as those in particular areas of work or physical spaces. No documents were provided that specifically outlined QPS’s approach to risk management for discrimination in the workplace.
In taking steps to improve workplace equality, it is vital for QPS to adopt a stronger approach to identifying and preventing risks associated with workplace discrimination.
Establishing an organisation-wide prevention plan is a necessary step to improving diversity and inclusion. A well-structured prevention plan that identifies risks within the working environment will assist QPS to reduce the devastating impacts of discrimination, meet its legal obligations and mitigate operational consequences. By focusing on control measures that can be taken to prevent discrimination and progressing toward the implementation of those measures, risks can be identified at an earlier stage, reducing harm and promoting positive work environments.
Greater investment in preventive capacities is needed
During the Review, the Commission identified an over-reliance on reactive action to address discrimination after it has occurred, rather than prioritising a proactive, preventative approach aimed at mitigating harm.
The Commission understands that QPS is considering establishing a new organisational group to enhance its capacity to adopt a more proactive, preventive approach to workplace behaviour, building upon existing capabilities in the Workplace Assessment and Support Team. The proposed group would provide specialist support for workplaces, early intervention to address potential issues and prevent escalation, and provide conflict management and alternative resolution services.
The Commission considers the proposal to be a promising shift toward building stronger organisational capacity to address risks associated with discrimination and other harmful conduct.
[bookmark: C5d]Building knowledge about discrimination and how to prevent it
[bookmark: C5d1]Address deficiencies in formal channels for information
It is important that QPS members are provided with opportunities to build knowledge and awareness about workplace discrimination. Knowledge plays a vital role in preventing discrimination by assisting the workforce to gain an understanding of their rights and responsibilities, expected standards of behaviour and the consequences for engaging in harmful conduct.[endnoteRef:378] The Commission reviewed workplace information from a range of channels, including policies and procedures from the QPS intranet and training materials. [378:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 46.] 

Workplace behaviour policies lack clarity and assurance
In reviewing key workplace policies, including the QPS Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour policy),[endnoteRef:379] the Commission identified a lack of clear, practical information for officers regarding expectations in preventing, identifying and responding to discrimination. Policies are lengthy and difficult to navigate. [379:  Doc.070, Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour), Human Resources Division, 2022.] 

To be effective, workplace discrimination policies need to be accessible, and they should avoid legal jargon that may confuse users or deter those who have experienced discrimination from taking next steps.
There are people in various groups within the QPS workforce who may need to refer to the Unacceptable Workplace Behaviour policy, including those who have directly experienced or witnessed discrimination, and managers[endnoteRef:380] or supervisors when coordinating the response to reports of discrimination. It is important that QPS policies are designed to meet the needs of each of these audiences.[endnoteRef:381] [380:  Any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.]  [381:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 47.] 

QPS policies are often complex documents, containing extensive reference to legislative frameworks and provisions. While it is important that this information be available, it is unlikely to be the most accessible means of communicating information to the general workforce, particularly to those who have experienced discrimination.[endnoteRef:382] [382:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 26.] 

The Commission did not receive any materials indicating alternative approaches to presenting policy information to the workforce, such as through fact sheets, videos or frequently asked questions documents. An internal review identified that, in the absence of these types of materials, there is a strong dependency on middle managers to communicate expectations to the workforce and that limited support is provided to assist managers in doing so.[endnoteRef:383] [383:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 19.] 

If someone walked in my door and said: ‘I want to make a very formal complaint about someone else’s behaviour’, I’d have to look up what to do next … it’s something we don’t live and breathe enough to understand the options for people.[endnoteRef:384] [384:  Confidential conversation, participant 76, February 2024.] 

The Unacceptable Workplace Behaviour policy does not help officers identify discrimination in their working environments. Beyond the legislated definitions for concepts such as sexual harassment and unlawful discrimination, limited guidance is provided to assist officers to recognise how this conduct may present in a policing environment.
There is a huge void of knowledge and understanding of our system. Even though we’re police and operate in a very legalistic environment, when people would [discuss their experiences], they wouldn’t even know what the definition of sexual harassment was … there is a low level of literacy around some of those critical elements.[endnoteRef:385] [385:  Confidential conversation, participant 21, November 2023.] 

As outlined in the Australian Human Rights Commission’s guidelines for complying with the positive duty under the Sex Discrimination Act, supporting the workforce to understand different forms of discrimination, including how they may be experienced in the workplace, is a ‘complex but critical’ part of preventing discriminatory conduct.[endnoteRef:386] [386:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 47.] 

Policies are not trauma-informed
The QPS Unacceptable Workplace Behaviour policy does not support an employee who has been subject to discrimination to understand the options available to them.
There are no statements in the Unacceptable Workplace Behaviour policy that underscore a victim-centred approach to responding to reports of discrimination.[endnoteRef:387] While the policy lists options that may be taken by those who have experienced discrimination, such as internal reporting, self-managing, seeking assistance from a supervisor or participating in conflict coaching, it does not set out the potential outcomes for each pathway or any guidance on expected timeframes, next steps or information handling.[endnoteRef:388] [387:  Doc.070, Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour), Human Resources Division, 2022, section 8.]  [388:  Doc.070, Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour), Human Resources Division, 2022, section 8.1.] 

We heard from members who felt uncertain about how to make a report following experiences of discrimination and did not feel that they would be supported to retain control over the process.
At no time have I ever felt like there’s a way that I can [report my experiences], where I’ll be in control, and if it’s too much for me, I can stop it. I don’t think that’s possible.[endnoteRef:389] [389:  Confidential conversation, participant 33, November 2023.] 

The Unacceptable Workplace Behaviour policy does not incorporate any provisions emphasising the safety and wellbeing of affected members to encourage them to feel secure and confident in reporting experiences of discrimination.
[bookmark: C5d2]Improve workplace behaviours training
The Australian Human Rights Commission’s guidelines for complying with the positive duty under the Sex Discrimination Act highlight that traditional approaches to workplace training, such as one-off training on induction, have proven to be ineffective at eliminating discrimination where not reinforced with ongoing opportunities to build and apply knowledge.[endnoteRef:390] [390:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 50.] 

Training on workplace discrimination is not mandatory
There is limited training provided to the QPS workforce on the prevention of workplace discrimination, and this training is not typically mandatory or regularly delivered. When joining QPS, all employees undertake onboarding training, including a two-hour online module, ‘building an ethical culture’, and Recruits receive additional training on workplace behaviours.[endnoteRef:391] These trainings are only required to be completed once, on commencement at QPS.[endnoteRef:392] Other opportunities to build knowledge about discrimination include the Leadership Capability Program, which is only mandatory for promotion at certain ranks, and the Domestic Family Violence and Vulnerable Persons Specialist Course, which does not have a workplace focus.[endnoteRef:393] [391:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 23; Doc.247, Course Management Package – Recruit Training, November 2022.]  [392:  Doc.299, Compulsory Training Calendar 2024–2025, People Capability Command, 25 June 2024.]  [393:  Doc.268, Unacceptable Workplace Behaviours Training Leadership Centre, People Capability Command.] 

A review of the QPS Compulsory Training Calendar 2024–2025 confirms that there is no mandatory training scheduled to be provided to officers across the organisation with a primary focus on the prevention of workplace discrimination.[endnoteRef:394] [394:  Doc.299, Compulsory Training Calendar 2024–2025, People Capability Command, 25 June 2024.] 



Training materials are insufficient
The QPS Multicultural Action Plan 2023–2024 includes a commitment for QPS to provide anti-racism training for all staff, including what it is and how to prevent and respond to it.[endnoteRef:395] The 2022–2023 reporting for this commitment notes that there have been no outcomes achieved and that ‘resourcing implications and competing priorities have affected the delivery of outcomes for this activity’.[endnoteRef:396] This demonstrates a lack of urgency and priority in delivering on commitments to prevent race discrimination in the workplace. [395:  Queensland Police Service, Multicultural Action Plan 2023–2024 (2022) 7.]  [396:  Queensland Police Service, Multicultural Action Plan 2022–2024: Annual Reporting for 2022–2023 (Report, 2023).] 

For me, the big thing is how do we get people on board with this? It can’t be done through some online learning product … it’s got to be some type of face-to-face component. That’s where you connect the hearts and the minds.[endnoteRef:397] [397:  Confidential conversation, participant 41, November 2023.] 

In reporting on the development and implementation of procedures designed to raise awareness of sexual harassment, including how to identify it and how to report it, an internal review highlighted a series of additional deficiencies related to the adequacy of existing training in QPS.[endnoteRef:398] Relevantly, the internal review found that: [398:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 19.] 

The existing workplace behaviours training could be strengthened to better align with best practice and foster greater understanding of the prevalence and impacts of sexual harassment.
The team responsible for delivering workplace behavioural training is small and lacks resources.
Training for new recruits primarily focuses on behavioural expectations related to external parties.
Training for team members to investigate and resolve complaints focuses on misconduct related to external parties.
More guidance and support is needed for bystanders to become upstanders
It is important that QPS cultivate a culture that supports speaking up by developing the tools and resources necessary to assist QPS members to intervene safely when they witness discrimination.
A bystander is someone who witnesses an act of discrimination or harassment but who is not the alleged perpetrator or the person who is the subject of the discrimination. Bystander intervention can assist in mitigating harmful behaviours and bringing a perpetrator to account for their actions.[endnoteRef:399] [399:  Bystander Intervention’, Queensland Human Rights Commission (Web Page, June 2020) <www.qhrc.qld.gov.au/__data/assets/pdf_file/0003/24951/QHRC_factsheet_BystanderIntervention.pdf>.] 

[Discriminatory behaviour] needs to be stamped out as soon as it’s noticed, whether that be by the shift supervisor, or an individual on the team or whatever. If something’s not right, or people are witnessing things, it needs to be addressed straight away.[endnoteRef:400] [400:  Confidential conversation, participant 8, November 2023.] 

The QPS Integrity Framework requires all members to be an ethical role model for their peers and to demonstrate courage by intervening in and reporting behaviours inconsistent with the values of the service and community expectations.[endnoteRef:401] [401:  Doc.172, Queensland Police Service Standard of Professional Practice, 5 September 2022, 7.] 

I’ve never been a bystander, and it has taken its toll ... everyone has a role to play.[endnoteRef:402] [402:  Confidential conversation, participant 88, March 2024.] 

Speaking up is difficult, but it can be a catalyst for change by letting the person know that others do not agree with their behaviour. The Commission requested copies of any training provided for bystanders in QPS. We were advised that there is bystander training currently in development by the Ethical Standards Command; however, there was no existing draft that could be provided.


[bookmark: C5e]Supporting those who experience discrimination
[bookmark: C5e1]Improve the support available to police who experience discrimination
It is important that QPS members who experience discrimination have access to support options that meet their needs and that they feel safe and confident accessing these supports.
Even though several support options are available to QPS members who experience discrimination, there appear to be significant barriers to accessing them, including a widespread lack of trust in internal services.
Support can include informal support from peers and colleagues, as well as formal support mechanisms – for example, accessing an external employee assistance provider.[endnoteRef:403] It should be available to members irrespective of whether they wish to make a formal complaint, and it should be person-centred and trauma-informed to minimise the risk of exposing members to further harm.[endnoteRef:404] [403:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 61.]  [404:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 61.] 

The Commission heard that many people who experience discrimination do not feel like they are able to raise their concerns or seek support. This is consistent with QPS’s results in the 2023 Working for Queensland survey, which found that 48% of QPS staff who had experienced gender-based discrimination and 43% of those who had experienced racism did not tell anyone about it.[endnoteRef:405] [405:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (2023) 61, 70.] 



Narrative
Ty’s* story
*Not their real name
Ty is a Constable who joined QPS after immigrating to Australia. He is grateful for the opportunity to live and work in Australia and sees his role as a police officer not just as a job but as a way to give back to the country that has helped him.
From the outset, Ty has experienced different treatment from other officers. On his first day, another culturally diverse officer said to him,
Ty, if they make a mistake, it’s a mistake. If you make a mistake, it will be doubled ... Just be very careful.
Ty hears other officers using discriminatory language when they speak to the public. This makes him uncomfortable as he believes it is part of his job to treat members of the community with respect. He prefers to resolve conflict in a calm and patient manner, which seems to irritate some officers. He knows they talk about him behind his back and often leave him out of social circles and group messages.
Ty wants to realise his potential and puts his name forward to attend courses to develop his skills. At his station, these courses are typically offered on a ‘first come, first served’ basis. Despite nominating early, Ty is often sidelined by certain managers who favour other officers.
Ty has never complained about the way he is treated. He worries that if he speaks up, he will be seen as ‘playing the race card’.
These experiences underscore broader feelings of exclusion and marginalisation that Ty faces every day. Despite the challenges, he focuses on his work and navigates each day with dedication to the community he serves.
I just refuse to give anyone power over my emotions, so I just sort of keep it on the back burner and I just keep doing my job.


Support options are not being fully utilised
QPS’s strategic plan emphasises that the health, safety and wellbeing of its people are a priority.[endnoteRef:406] Consistent with this, QPS provides several support options for staff, including: [406:  Queensland Police Service, Strategic Plan 2024–2028 (2024).] 

qualified psychologists and social workers
internal witness support for those who report discrimination and other forms of misconduct or are at risk of reprisal
chaplains who provide pastoral and spiritual care
First Nations welfare and professional development support
external counselling, therapeutic and psychological support providers.[endnoteRef:407] [407:  ‘Support options provided by QPS’, Queensland Police Wellbeing & Support Services (Web Page, August 2024) <wellbeing.ourpeoplematter.com.au/need-help/qps-support-options>; Doc.167, 2013/51 Psychological Wellbeing Policy, 1 July 2013; Doc.174 Queensland Police Service Wellbeing Strategy 2021–24, 18; Doc.045 Health Safety and Wellbeing Division – Overview, 1.] 

QPS also maintains a network of Peer Support Officers, which includes QPS members that voluntarily offer to assist and support colleagues experiencing personal or work-related challenges.[endnoteRef:408] However, the Commission understands that participation in the Peer Support Officer network has been inconsistent, likely due to the investment of time, exposure to trauma and lack of formal recognition or reward.[endnoteRef:409] [408:  Doc.174 Queensland Police Service Wellbeing Strategy 2021–24, 18.]  [409:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 39.] 

While there are several support options available, many officers told us that they do not feel those options are safe or appropriate. The 2023 Working for Queensland survey found that fewer than two percent of QPS staff who had experienced racism, sexual harassment or discrimination based on their gender or cultural background had sought support from employee assistance or peer support programs.[endnoteRef:410] [410:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (2023) 58, 61, 70, 76.] 

Officers need to trust and feel safe to access support options
The Commission heard that many officers do not trust internal support services.[endnoteRef:411] A common concern was that sensitive information would not be kept confidential. [411:  Confidential conversations, participants 84, 90, 103, 104, 108, 110, 120, 138, 140.] 

There really is actually quite a good network of support. The biggest challenge for police is they are too sceptical to use it because they think that everything’s getting recorded. Police are quite paranoid.[endnoteRef:412] [412:  Confidential conversation, participant 132, May 2024.] 

Many officers said they worry that if they speak to a support person their information will be shared against their wishes.
I felt like I couldn’t even trust the Human Support Officer. Nothing I say is confidential.[endnoteRef:413] [413:  Confidential conversation, participant 138, May 2024.] 

Review participant
There is particular concern that support persons will be subject to mandatory reporting obligations if the issue amounts to misconduct, potentially triggering a formal investigation outside their control.
I spoke to a Human Support Officer and the first thing they did was go back and speak to the bosses. I’ve never trusted one since then.[endnoteRef:414] [414:  Confidential conversation, participant 104, April 2024.] 

Support persons also need to be appropriate and trained to provide trauma-informed support. Some culturally diverse police said they would be more likely to seek support if there were more culturally appropriate support services available.[endnoteRef:415] [415:  Focus group, August 2024.] 

Support should be integrated within formal complaint and investigation processes
Formal complaint and investigation processes can expose those who have experienced discrimination to significant harm, including reprisal from the alleged perpetrator and others, re-traumatisation, and impacts on mental and physical wellbeing. It is therefore imperative that those who experience discrimination are provided ongoing support when a matter is formally reported or investigated and that this support continues after the process concludes.
When you stir shit up, then it causes more problems for you. Simple as that.[endnoteRef:416] [416:  Confidential conversation, participant 55, December 2023.] 

Review participant
The person who reports it ends up being the one who is targeted. I don’t have the strength for that right now.[endnoteRef:417] [417:  Confidential conversation, participant 75, February 2024.] 

Review participant
When a member raises a complaint, QPS offers support through Internal Witness Support or the State Case Management Unit, depending on the type of matter.[endnoteRef:418] In early 2023, QPS established the State Case Management Unit in response to Commission of Inquiry recommendations to provide a consistent response to ‘thematic complaints’, including those concerning sexism, misogyny and racism.[endnoteRef:419] The unit’s functions include providing support to victims and connecting them with other support services.[endnoteRef:420] An internal review in mid-2023 found it was unclear how effective the unit had been.[endnoteRef:421] However, it remains very early in the unit’s inception and it should be expected that it would take time to fully establish and embed. [418:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 39-40.]  [419:  Doc.171 Ethical Standards Command – State Case Management Unit – Terms of Reference, 24 February 2023, 1.]  [420:  Doc.171 Ethical Standards Command – State Case Management Unit – Terms of Reference, 24 February 2023, 5.]  [421:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 49.] 

The internal review also recommended that the level of support provided to those who experience discrimination be enhanced, noting that it is possible for those in need to ‘fall through the cracks’ and that proactive support typically ceases at the conclusion of an investigation.[endnoteRef:422] At present, support does not appear to be well integrated within formal complaint and investigation processes.[endnoteRef:423] Internal policies governing complaints and investigations do not make any reference to support options provided to victims and witnesses.[endnoteRef:424] [422:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 39-40.]  [423:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 39.]  [424:  Doc.165 Ethical Standards Command – Complaint Resolution Guidelines, 4 March 2022; Doc.166 Discipline Policy, 31 October 2019.] 

[bookmark: C5e2]Consider whether mandatory reporting requirements are having a ‘chilling effect’
Under the Police Service Administration Act 1990 (Qld), QPS police and staff members are required to report misconduct that they know, or reasonably suspect, has occurred to the Commissioner of Police and Crime and Corruption Commission.[endnoteRef:425] Police are also required to take disciplinary action within their authority to address misconduct or conduct that is grounds for disciplinary action.[endnoteRef:426] These are in addition to police officers’ obligations to appropriately deal with public interest disclosures and the Commission of Police’s responsibility to report corrupt conduct to the Crime and Corruption Commission.[endnoteRef:427] [425:  Police Service Administration Act 1990 (Qld), s 6A.1.]  [426:  Police Service Administration Act 1990 (Qld), s 6A.1.]  [427:  Public Interest Disclosure Act 2010 (Qld), s 28; Crime and Corruption Commission Act 2001 (Qld), s 38.] 

Under the Police Service Administration Act, ‘misconduct’ is defined as conduct that is disgraceful, improper or unbecoming of an officer, shows a person’s unfitness to be an officer or does not meet the standard of conduct the community reasonably expects of an officer.[endnoteRef:428] An internal review identified that there is uncertainty among QPS members as to the scope of ‘misconduct’ and which forms of discrimination would meet the threshold.[endnoteRef:429] The Commission of Inquiry noted instances of misogynistic behaviour being assessed as grounds for disciplining, although not amounting to misconduct, indicating that the definition of ‘misconduct’ may be being read down by some in QPS. [428:  Police Service Administration Act 1990 (Qld), sch 2 (Dictionary).]  [429:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 48.] 

While these provisions are designed to ensure there is oversight over police conduct, the Commission heard this can mean that, in practice, people who experience discrimination do not have choice and control over how their complaint is managed. We heard that this can deter a person from reporting their experiences. Some officers told the Commission they have been wary of seeking support or telling anyone about their experiences due to concerns that the disclosure would trigger reporting requirements and their experiences would be disclosed against their wishes.
I don’t think I would [make a complaint]. I just think sometimes it brings more trouble than it’s worth. I have a friend who claimed she accidentally told someone at a higher rank about something, and it went through the complaint process, and she said everyone hated her in the workplace.[endnoteRef:430] [430:  Confidential conversation, participant 116, April 2024.] 

Confiding in fellow officers can also put officers in the difficult position of having to either betray confidence or breach statutory obligations.
I disclosed to my friend that this was happening. They told another officer who went and told the boss who then brought me in. My intention wasn’t to say anything.[endnoteRef:431] [431:  Confidential conversation, participant 124, May 2024.] 

Exemptions from mandatory reporting are available, but not sufficient
The Commissioner of Police can provide exemptions to the mandatory reporting obligations to mitigate these issues. Currently, the Commissioner of Police has provided an exemption to some organisational support options to allow them to maintain confidentiality when providing support, including in relation to sexual harassment and other forms of workplace discrimination.[endnoteRef:432] Exemptions have been provided to internal psychologists, chaplains and the Workplace Assessment and Support Team members, among others. However, these exemptions do not apply to all support persons, such as Peer Support Officers, and limitations apply. [432:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 38; 2013/51 Psychological Wellbeing Policy, 1 July 2013; Doc.070 2022/05 Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour), 11 November 2022, 7-8.] 

While the Commission understands the exemptions are intended to facilitate support-seeking, we were told that there is uncertainty over their scope and application and they are difficult for people to navigate.[endnoteRef:433] Those who directly experience discrimination have a partial exemption, but they are still required to notify the Workplace Assessment and Support Team of their experience. Concerningly, officers appear to be required to formally report their own sexual assault, exposing them to sanctions if they choose not to report.[endnoteRef:434] Given the many reasons victims of sexual assault may not disclose or report it, this appears to be a perverse – possibly unintended – requirement that shifts the blame to the victim. [433:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 49.]  [434:  Doc.070 2022/05 Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour), 11 November 2022, 7-8.] 

There is a need for clearer guidance on mandatory reporting obligations and exemptions for police and support persons. The Commission recommends that QPS carefully consider legal requirements and internal policies concerning mandatory reporting and the balance between oversight of police conduct and the rights and interests of those who experience discrimination to choose how they deal with it.
[bookmark: C5f]Responding to discrimination to reduce harm
There are multiple mechanisms for responding to workplace discrimination by police in QPS. These include formal complaint and disciplinary processes that relate to police misconduct and other grounds for disciplinary action.
Response processes are governed by a complex legal and policy environment, including the Police Service Administration Act, which sets out a detailed disciplinary framework established after the Fitzgerald Report.[endnoteRef:435] The Crime and Corruption Commission provides a level of oversight and is responsible for monitoring how the Commissioner of Police investigates and deals with police misconduct.[endnoteRef:436] [435:  Police Service Administration Act 1990 (Qld), pt 7.]  [436:  Crime and Corruption Act 2001 (Qld), ss 45(2) and 47; A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 326.] 

The Commission of Inquiry considered formal complaint and disciplinary processes for addressing police misconduct in detail and made several recommendations for substantial reform. This included the establishment of an independent Police Integrity Unit within the Crime and Corruption Commission.[endnoteRef:437] Implementation of these recommendations remained underway during our Review.[endnoteRef:438] In light of this, we did not focus on these aspects of QPS’s response systems. Rather, we considered opportunities to improve systems for earlier intervention and provide alternative pathways for those who experience discrimination to report and resolve issues. [437:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 331.]  [438:  Office of the Independent Implementation Supervisor, Women’s Safety and Justice Taskforce Reforms: Biannual Progress Report 4 (Report, May 2024) 6.] 

[bookmark: C5f1]Enable police to safely report discrimination
Effective mechanisms to report workplace discrimination ensure that police who experience discrimination have safe and appropriate avenues to raise issues. While organisations have historically tended to provide formal reporting mechanisms that are linked to investigation processes, these have not proven effective in encouraging reporting and protecting the safety and wellbeing of those who experience discrimination.[endnoteRef:439] [439:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 68.] 



Discrimination is being under-reported
The Commission of Inquiry found that the culture of fear and silence in QPS leads to under-reporting of sexist, racist and misogynistic conduct in QPS.[endnoteRef:440] An internal review similarly found that under-reporting and lack of safety to speak up is a ‘clear challenge’ for QPS.[endnoteRef:441] [440:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 16, 18.]  [441:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers, June 2023, 49.] 

After making a complaint, I went to a send-off, and it was like I was kryptonite.[endnoteRef:442] [442:  Confidential conversation, participant 120, April 2024.] 

Review participant
These findings echo what the Commission heard during our Review. We heard from many police who had never reported their experience of discrimination, including sexual assaults and other very serious incidents. The reasons for this were varied and depicted a culture in which reporting is not a safe or effective option for many diverse police.
You’re just told to be quiet and if you do make a complaint, you are 100% the person at fault because you’re a dog and because you only made a complaint to get ahead.[endnoteRef:443] [443:  Confidential conversation, participant 105, April 2024.] 

We also heard about a culture of silence within the organisation, in which police feel discouraged from reporting and those that do report face reprisals and backlash from their colleagues and the organisation. Several police told the Commission about instances where people who reported discrimination were labelled ‘dogs’ or faced other abuse from colleagues.
An officer who was transferred to our station came with the tag that he was a dog, because he had made a complaint.[endnoteRef:444] [444:  Confidential conversation, participant 138, May 2024.] 

Officers also expressed concerns that making a complaint would ‘put a target on their back’ and impact their career.
In the QPS they tell you, don’t rock the boat. If there was a QPS motto, it would be that. As soon as you complain there is a target on your back.[endnoteRef:445] [445:  Focus group, August 2024.] 

Review participant
The rank structure and command-and-control operational environment also appears to deter officers from reporting conduct by senior officers.
Because [the organisation] is paramilitary, if I have a problem with my direct boss, I can’t just go to someone that I respect or who can help me, I have to go to him first to try and work it out. If that doesn’t work I need to go to the next level, where you’ve got a similar person in that spot.[endnoteRef:446] [446:  Confidential conversation, participant 17, November 2023.] 

We also heard that officers have a lack of confidence in the organisation’s response systems. Many do not have faith that anything will be done about their concerns. For them, reporting discrimination is not worth the risk to their career or safety in the workplace.
[Complaining] won’t necessarily result in a change, it will just isolate me.[endnoteRef:447] [447:  Confidential conversation, participant 71, February 2024.] 

I have to put my head in the sand – I offer women support but really I should be reporting it. I just have no have faith in the system.[endnoteRef:448] [448:  Confidential conversation, participant 19, November 2023.] 

These are things that I would never ever complain about officially to the QPS because there’s absolutely no benefit to me.[endnoteRef:449] [449:  Confidential conversation, participant 81, February 2024.] 

These barriers mean that not only those who experience discrimination but also those who witness it are deterred from reporting. The Commission heard that witnesses are often afraid to stand up for their colleagues due to fears of reprisal and similar backlash.
People just don’t want to be involved with retribution and other things that can happen to them.[endnoteRef:450] [450:  Confidential conversation, participant 108, April 2024.] 

I have been labelled as being ‘overly sensitive’ because I have spoken up when I have heard racist comments.[endnoteRef:451] [451:  Confidential conversation, participant 24, November 2023.] 

Widespread under-reporting means that much discrimination goes unchecked and continues to erode the culture of QPS. As is typical of these issues, discrimination is therefore likely to be more pervasive than QPS understands.
Safer and more trustworthy reporting pathways are needed
QPS needs to put strategies in place to increase trust in reporting pathways. This should include expanding the range of reporting options available so that officers can choose the pathway most appropriate for them.
Best practice approaches to reporting include options to report anonymously.[endnoteRef:452] Anonymous reporting would enable the organisation to understand more about the true nature and extent of discrimination, gather data and respond at an organisational-level – while also protecting the person making the report.  [452:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 68.] 

If I see discrimination or racism and don’t want to report to Ethical Standards Command, there’s no anonymous reporting. Somewhere down the line they will know I raised the issue, it will come back that I am the reporter, which could result in negative feedback, or further discrimination.[endnoteRef:453] [453:  Focus group, August 2024.] 

Options for anonymous reporting should be considered in QPS, especially given the high levels of mistrust in reporting pathways and fear of reprisals and victimisation in the organisation.
While there are several reporting options available to officers, they are complex and not person-centric or trauma-informed.[endnoteRef:454] Internal policies do not clearly set out what reporting options are available or the implications of using those options, including confidentiality or the processes that may be initiated.[endnoteRef:455] It is critical that QPS provide clear and practical information for those considering making a report. [454:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 47.]  [455:  Doc.165 Ethical Standards Command – Complaint Resolution Guidelines, 4 March 2022; Doc.070, Policy on Workplace Bullying, Unlawful Discrimination and Sexual Harassment (Unacceptable Workplace Behaviour), Human Resources Division, 2022; Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 47.] 

Most reporting options are formal and initiate complaint and disciplinary processes. This presents a significant barrier for many. Officers who experience discrimination may wish to report the incident but not make a formal complaint or initiate complaint and disciplinary processes that are often lengthy and adversarial. The Commission heard from several officers who made an internal report that was disclosed against their wishes.
The Workplace Assessment and Support Team is intended to provide an alternative pathway for officers to report ‘inappropriate workplace behaviour’, including sexual harassment and unlawful discrimination.[endnoteRef:456] Internal policies provide that it offers a ‘human-centric approach’ that empowers those who have experienced discrimination to have a choice in how the behaviour is addressed.[endnoteRef:457] However, an internal review found that team is not sufficiently resourced to perform this role and does not have official processes for receiving and managing reports.[endnoteRef:458] As we have observed, the scope of the team’s exemption from mandatory reporting requirements is also unclear.[endnoteRef:459] [456:  Doc.165 Ethical Standards Command – Complaint Resolution Guidelines, 4 March 2022, 6.]  [457:  Doc.165 Ethical Standards Command – Complaint Resolution Guidelines, 4 March 2022, 6.]  [458:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 49.]  [459:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 48.] 

The Commission understands that QPS is considering uplifting the Workplace Assessment and Support Team’s resources and enabling it to function as an alternative reporting pathway for discrimination. We consider this a positive step in building QPS’s systems to prevent harm from discrimination.
[bookmark: C5f2]Prevent further harm and improve workplace equality
Response systems do not prioritise safety and wellbeing
Systems in QPS to respond to workplace discrimination are legalistic and complex and do not prioritise the safety and wellbeing of those who experience discrimination or lead to systemic improvements. They are focused on investigating individual behaviours, protecting organisational reputation and affording procedural fairness to alleged perpetrators.
There are a lot of people suffering as they know the processes will protect the organisation.[endnoteRef:460] [460:  Confidential conversation, participant 115, April 2024.] 

Review participant


Narrative
Sara’s* story
*Not their real name
Sara is a Senior Sergeant who spent a number of years working across Queensland in general duties. She joined QPS because she wanted to make a difference and to help people.
In her first posting, which was to regional Queensland, Sara experienced sexual harassment from a male colleague on a number of occasions. However, she did not feel safe or supported to make a complaint at the time. She also felt isolated, being one of the only women in her regional area. This was exacerbated by being far away from her support network.
Early on in my career, the first few years, I didn’t really have a support network [and] I didn’t really know who to go to, to report things to. So for the first few years when things happened, I didn’t really say anything, I just dealt with it myself or like, accepted it.
Sara transferred to a more populous location, where she again experienced sexual harassment, this time from a group of male colleagues. She decided to raise the incident internally with QPS, making it clear she did not want to make a formal complaint but just wanted the behaviour to stop. She found out that her complaint had been escalated against her wishes when Ethical Standards Command contacted her asking for further information about the alleged incident.
Even though I didn’t want to make a formal complaint, it was taken out of my hands and then went to ESC [Ethical Standards Command] then the whole station knew about it. It was very much sort of everyone knew that I’ve said something because I was the only female person there.
As a result, Sara told us, she has been excluded by her colleagues and labelled a ‘problem child’ for calling out inappropriate behaviour. She says that despite being ostracised she will not stop standing up for what is right.
I don’t necessarily have an issue with complaining about things because I’m very much someone who wants to stand up – and stand up for myself, but also stand up for others.


QPS internal policies governing complaints and discipline emphasise the rights of the alleged perpetrator and the interests of the organisation and contain few references, if any, to victims and witnesses of discrimination and other forms of misconduct.[endnoteRef:461] For example, the Complaint Resolution Guidelines contain detailed processes to afford procedural fairness to members subject to complaints. However, the guidelines do not address the impact on the complainant, their safety or their interests in the process, other than providing information and being notified of progress.[endnoteRef:462] [461:  Doc.165 Ethical Standards Command – Complaint Resolution Guidelines, 4 March 2022.]  [462:  Doc.165 Ethical Standards Command – Complaint Resolution Guidelines, 4 March 2022; Doc.166 Discipline Policy, 31 October 2019.] 

Formal complaint and disciplinary systems
Formal complaint and disciplinary processes focus on determining whether a matter is ‘substantiated’ or not. These processes typically involve intensive, lengthy investigations that can feel adversarial for complainants and expose them to further harm.
Officers described feeling under scrutiny for raising an issue.
I went in there and, first of all, they said to me – ‘you’ve made a very serious complaint, if it’s found out to be false, you’re going to be stopped, you’re going be in trouble, and you’re going to go to jail’. And I was like – I’m not lying, I’m telling the truth.[endnoteRef:463] [463:  Confidential conversation, participant 69, February 2024.] 

Some officers told the Commission they felt victim-blamed and made to feel at fault.
I reported it to [a senior police officer] and he said ‘well, what do you expect?’. He has protected this officer the whole way. Then, he was telling me that [the officer] wasn’t travelling very well. It was all about how sorry he feels for this officer. No one ever anytime asked about me.[endnoteRef:464] [464:  Confidential conversation, participant 108, April 2024.] 

The Commission of Inquiry found that the systems were biased towards officers being investigated, with complaints that were ‘word on word’ typically being dismissed as unsubstantiated. We were told that some investigators felt that complainants ‘deserved it’ or ‘were asking for it’.[endnoteRef:465] [465:  Confidential conversation, participant 121, April 2024.] 

The Commission spoke to many officers who were dissatisfied with how the organisation had responded to their complaint. Several officers told us that they felt that the organisation’s response was inadequate and there was no accountability.[endnoteRef:466] We heard about alleged perpetrators being moved, including through promotion, suffering no career disadvantage, or resigning before any findings were made.[endnoteRef:467] While some of these incidents occurred some time ago, others were more recent. For many officers, making a formal complaint did not result in them feeling any safer or more included in the workplace – often it was quite the opposite. [466:  Confidential conversations, participants 6, 7, 8, 10, 20, 31, 33, 39, 40, 48, 53, 59, 64, 67, 75, 80, 82, 90, 102, 103, 104, 108, 114, 120, 122, 123, 126, 129, 130, 138, 140, 141.]  [467:  Confidential conversations, participants 6, 8, 20, 39, 40, 53, 67, 69, 72, 95, 103, 105, 106, 108, 114, 124, 129, 134, 136, 138, 140.] 

My initial expectation was to have the subject member’s behaviour rectified and procedures followed ... My final expectation was for the bare minimum of an appropriate investigation to be conducted.[endnoteRef:468] [468:  Confidential conversation, participant 106, April 2024.] 

The Commission of Inquiry found that there was an over-use of ‘Local Management Resolution’, including in relation to sexism, misogyny and racism, as a less formal mechanism to address poor behaviour.[endnoteRef:469] Local Management Resolution typically involves a conversation between an officer and their supervisor and may not result in remedial action.[endnoteRef:470] While outcomes are recorded on the internal Police Integrity and Professional Standards database, complainants have no involvement in the process and limited visibility over the outcome. [469:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 312.]  [470:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 16.] 

Conflating internal and external complaints
Some of these issues appear to arise because of QPS having complaints processes that cover all internal and external complaints. This means that complaints about workplace discrimination are subject to the same process as very different forms of misconduct, including those relating to deaths in custody.[endnoteRef:471] Senior QPS members told the Commission that funnelling all complaints through the same process was problematic and administratively burdensome. [471:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 48.] 

There is a clear need for QPS to establish tailored systems to respond to workplace discrimination. These systems should have a stronger focus on preventing harm and making systemic improvements to provide a safer workplace for all QPS members. Outcomes from formal complaint and disciplinary processes should feed into systemic analyses to identify lessons learned and systemic changes that can be made to prevent similar behaviour recurring.

Person-centred and trauma-informed approaches should underpin response systems
Processes for responding to discrimination should place the person who experienced the conduct at the centre and prioritise their safety and wellbeing. As QPS strengthens its systems for responding to discrimination in response to this Review and other inquiries, it should be guided by person-centred and trauma-informed approaches, including those set out below. To build trust among diverse officers, words need to backed up with practical changes.
It’s like it’s a buzz word. I think they’ve got to use the term ‘victim centric’ because that’s what they’ve been told. That’s what’s come out of the Commission of Inquiry. They’re not walking the talk.[endnoteRef:472] [472:  Confidential conversation, participant 108, April 2024.] 

Review participant
Promote respect and inclusion in responses
Organisational responses should consider a person’s gender, cultural background and other protected attributes. This may include specific supports or processes that recognise how a person’s identity may increase the impacts of discrimination and their response to it.[endnoteRef:473] Diverse police should be involved in the design of response systems. [473:  Australian Human Rights Commission, Person-centred and Trauma-informed Approaches to Safe and Respectful Workplaces (Cth) (August 2023) 4; Australian Human Rights Commission, Racism: Nobody Wins – Guidelines for Working With a Trauma-informed Approach (August 2021) 5.] 

Respect agency and choice
QPS systems should give those who experience discrimination choice on how to report the behaviour, including to make a report, and have it resolved.[endnoteRef:474] This should include seeking their input on decisions to address discriminatory behaviour. This does not mean that QPS needs to follow what the person requests, but it should enable their input and respect it as far as possible. [474:  Australian Human Rights Commission, Person-centred and Trauma-informed Approaches to Safe and Respectful Workplaces (Cth) (August 2023) 4.] 

Provide a range of options to address discrimination
Providing choice means having alternative options to address discrimination that are not limited to formal complaint and disciplinary processes. This should include early intervention actions to address an ongoing situation and informal mechanisms such as facilitated conversations and mediation focused on resolution.[endnoteRef:475] [475:  ‘Resolution Pathways’, Respect@Work (Web Page) <www.respectatwork.gov.au/organisation/response/reporting/resolution-pathways>.] 

While QPS internal policies mention alternative processes such as mediation, the Commission did not observe these being widely utilised and understands that they are not integrated within QPS processes. The Commission understands that the new organisational group to improve prevention capacities is intended to fill part of this gap by providing support to those who experience discrimination and intervening early to address harmful behaviours before they escalate.
Respond in a timely manner and keep people informed
QPS should provide clear information about the expected timeframes of different response pathways and ensure there are options available for early and swift resolution.[endnoteRef:476] Those who experience discrimination should be kept informed throughout the process, including any outcomes for individuals and organisational changes made. Currently, this is not formalised in complaint processes.[endnoteRef:477] [476:  Australian Human Rights Commission, Person-centred and Trauma-informed Approaches to Safe and Respectful Workplaces (Cth) (August 2023) 4.]  [477:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 50.] 

Prevent victimisation
Based on what the Commission heard, victimisation of those who report or seek support after experiencing discrimination appears pervasive within QPS. QPS needs to put in place strategies to break the culture of silence and protect people from victimisation. This should include training for supervisors and managers on promoting a speak-up culture and addressing victimisation, and clear communication that victimisation is grounds for disciplinary action.


[bookmark: C5g]Accountability and performance
[bookmark: C5g1]Use data to drive improvements to culture
To effectively prevent and respond to discrimination, QPS needs to understand where discrimination is occurring, who is engaging in it, who is being impacted by it and why it might be occurring.[endnoteRef:478] Data from response systems and other sources should be used to monitor discrimination and target organisational interventions. [478:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 68.] 

Discrimination data is limited and fragmented
QPS data relating to discrimination and organisational responses in QPS is not comprehensive and, where it is collected, it is fragmented and spread across multiple teams.[endnoteRef:479] [479:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 55.] 

The Commission of Inquiry observed that poor data integrity is a longstanding issue in QPS.[endnoteRef:480] It noted that information about formal complaints and disciplinary outcomes is not easily accessible and often needs to be extracted manually from documentary records.[endnoteRef:481] The Commission understands that the current system, introduced in 2021, has potential to improve the management of data relating to complaints.[endnoteRef:482] [480:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 322.]  [481:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 322.]  [482:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, November 2022) 303.] 

However, as discussed earlier in this report, most instances of discrimination do not result in a formal complaint or disciplinary process. QPS does not appear to routinely collect and analyse data from other sources that would provide a more comprehensive picture of discrimination in the organisation.[endnoteRef:483] This includes the use of support services, Working for Queensland survey results and reports made through alternative pathways.[endnoteRef:484] [483:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 55.]  [484:  Doc.076, Queensland Police Service Commission of Inquiry Recommendation 24 Sexual Harassment Review, PricewaterhouseCoopers 55.] 

QPS will need to identify data limitations and what additional data is needed to enable it to effectively detect and respond to risks of discrimination across the organisation.
Data should inform preventive and systemic interventions
There is a significant opportunity for QPS to invest in its capabilities to use data and intelligence to identify risks and patterns of discrimination, and inform preventive actions and systemic interventions. It is critical that data on discrimination is not only collected but also analysed and produced in a way that informs risk-based decision-making.
The Commission reviewed quarterly reports provided by the Ethical Standards Command to the Executive Leadership Team on complaints and allegations against police.[endnoteRef:485] Recent reports include a summary of complaints on ‘thematic issues’, including sexism, misogyny and harassment, broken down by district or command. [485:  Doc.175, Ethical Standards Command Report Quarter Four (FY 2022/2023) Statistics, 17 July 2023; Doc.176, Ethical Standards Command Report Quarter One (FY 2022/2023) Statistics, 19 October 2022; Doc.177, Ethical Standards Command Report Quarter One (FY 2023/2024) Statistics, 17 October 2023; Doc.178, Ethical Standards Command Report Quarter Three (FY 2022/2023) Statistics, 24 April 2023; Doc.179, Ethical Standards Command Report Quarter Three (FY 2023/2024) Statistics, 25 March 2024; Doc.180, Ethical Standards Command Report Quarter Two (FY 2022/2023) Statistics, 23 January 2023; Doc.181, Ethical Standards Command Report Quarter Two (FY 2023/2024) Statistics, 8 January 2024; Doc.182, Ethical Standards Command Report Quarter Four (FY 2021/2022) Statistics, 11 July 2022.] 

While this is a positive step, the summary does not provide sufficient information for senior leaders to identify risks and trends in the workplace. For example, it does not differentiate between complaints made internally or by members of the public, outline trends or hotspots, describe root causes, or summarise the outcomes. It also does not draw in data and intelligence from other sources, underscoring the need for collaboration across units in collating and analysing data to inform decision-making.

[bookmark: C5g2]Enhance accountability of responses to discrimination
Share outcomes with members to drive behavioural and cultural change
QPS should be transparent with its workforce about the nature and extent of discrimination and the actions taken to address it.[endnoteRef:486] Information about discrimination should be regularly shared with the workforce to highlight issues of concern and what is being done about them. This should include sharing de-identified case studies that inform police about what discrimination looks like, the impacts on individuals and the organisation, and the consequences for perpetrators. Transparency can be an effective, low-cost strategy to drive behavioural and cultural change.[endnoteRef:487] [486:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 81.]  [487:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Workplace Equality in Ambulance Victoria: Phase One, Volume 1 (Report, 2022) 491; Australian Human Rights Commission, Respect@Work: National Inquiry into Sexual Harassment in Australian Workplaces (Report, 2020) 628.] 

Combined with meaningful, practical action, transparency will also help QPS to build trust and demonstrate to members that speaking up on discrimination is worth it. In the 2023 Working for Queensland survey, the most common reason QPS members who experienced sexual harassment, racism or gender-based discrimination said they did not report sexual harassment, racism or gender-based discrimination they experienced was that they did not think any action would be taken.[endnoteRef:488] [488:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (2023) 59, 62, 71.] 

Report on outcomes and performance indicators to enable oversight
Greater public transparency on the status of discrimination in QPS and how it is being addressed would enable effective oversight and build public confidence.
QPS’s annual report includes a high-level overview of formal complaints and discipline outcomes.[endnoteRef:489] However, it provides limited insight into the prevalence of workplace discrimination. [489:  Queensland Police Service, Annual Report 2022–2023 (Report, 2023).] 

For example, the report specifies that there were 95 allegations of discrimination / sexual harassment in 2022–23 but does not disaggregate internal from external complaints, provide any high-level explanation for why 48 of those led to ‘no further action’ or specify the outcomes of disciplinary processes, including any sanctions applied. It also does not outline where an allegation falling into an alternative category, such as ‘misuse of information’, may involve workplace discrimination.
To provide greater transparency, QPS should disclose clearer and more meaningful information focused on workplace discrimination, including number of reports (formal and informal), disaggregated by type, and outcomes, including any systemic interventions.
Currently, QPS does not appear to have any performance indicators to monitor the performance of its response systems. This is a significant gap given the critical findings made by the Commission of Inquiry and the levels of mistrust and dissatisfaction among QPS members. QPS should develop a set of measurable indicators to assess whether response systems are performing. Indicators should measure timeliness and quality, as well as whether processes are meeting the needs of those who experience discrimination, such as their level of satisfaction and safety. Establishing and monitoring these indicators will be critical for QPS to identify issues and opportunities for continual improvement.
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[bookmark: C6b]Why it matters
As the nature and demand of policing changes, QPS will need to ensure it has the right mix of people and skills to deal with the challenges and complexities of modern police work. QPS’s recruitment strategy and standards need to reflect this changing context, accommodate a competitive labour market, and ensure that QPS has the right people in the job to strengthen the workplace and protect the community.
During our consultations, we heard that most police recognise the imperative of uplifting diversity in QPS through improvements in recruitment. They recognise the opportunities of expanding the talent pool, accessing more diverse skills, addressing workforce shortages, and effecting cultural change. However, we also heard about barriers within the recruitment standards that disproportionately impact people from diverse backgrounds.
We have identified steps QPS can take to ensure that, at a minimum, its recruitment standards are not discriminatory. We also identified options to support QPS to be innovative and proactive in increasing diversity within its workforce. These approaches are required for strategic workforce planning and ensuring that QPS has the workforce it needs into the future.
In this chapter
We will explore the legal requirements for assessing recruitment standards, the areas that may be discriminating against police from diverse backgrounds, and why moving to a more modern recruitment process is critical to achieving workplace equality within QPS.
This chapter considers the extent to which QPS recruitment policies, programs, procedures and practices are consistent with legal requirements under state and federal anti-discrimination law, particularly the genuine occupational requirements of QPS’s recruitment standards and the extent to which they are indirectly discriminatory.[endnoteRef:490] [490:  As required by the Review Scope, paragraphs (b) and (d).] 

[bookmark: C6b1]The number of recruits from diverse backgrounds has not improved
As set out in QPS’s strategic workforce planning for diverse groups, QPS has made commitments to improving the recruitment of police from diverse backgrounds in recent years.[endnoteRef:491] However, many of the desired outcomes have not been achieved due to resourcing implications and competing priorities.[endnoteRef:492] QPS’s recruitment of police from diverse backgrounds is unlikely to improve until this area is appropriately resourced and prioritised. [491:  Queensland Police Service, Multicultural Action Plan 2023–2024 (2022); Queensland Police Service, Reframing the Relationship Plan 2024–2027.]  [492:  Annual reporting on diversity targets of culturally and linguistically diverse officers in the Annual Reporting for 2022–23 sets out that many of outcomes have not been achieved due to ‘resourcing implications and competing priorities’ – see Queensland Police Service, Queensland Multicultural Action Plan 2022–24: Annual Reporting for 2022–23 (Report, 2023) 2.] 

The overall percentage of recruits from diverse backgrounds in QPS has not improved over the past few years. We know this because:[endnoteRef:493] [493:  Queensland Police Service workforce data, 31 January 2024. ] 

Data from 2020 to 2024 shows that, in 2024, the percentage of female new recruits declined to 24.7%, marking a downward trend after peaking at 30.0% in 2021.[endnoteRef:494] [494:  Overall, the representation increased significantly early on from 2020 to 2021 but gradually decreased over the subsequent years, fluctuating without returning to the 2021 high. Queensland Police Service workforce data, 31 January 2024. ] 

Accounting for data limitations that cloud the true picture of cultural diversity in QPS, 3.8% is well below the 8.24% of public servants who identify as culturally diverse.[endnoteRef:495] [495:  Queensland Public Sector Commission, State of the Sector Report 2024: Queensland Public Sector (Report, 2024) 37; Data limitations about culturally diverse police mean that data on this group is unreliable. This is because of recent Queensland Government-wide changes about how that data is collected. This means that data is unable to be reliably compared with previous years and may not capture, or accurately represent, all officers who identify as culturally diverse. ] 

The percentage of First Nations recruits has remained relatively flat and low, fluctuating between 0.6% and 1.0% over the past five years, with no improvement from 2019 (0.7%) to 2023 (0.6%).[endnoteRef:496] [496:  The Commission heard during the Review of various factors that may influence whether a First Nations officer or recruit identifies as First Nations in QPS paperwork. This figure may not reflect all First Nations officers and recruits in QPS.] 

The low numbers of police from diverse backgrounds is concerning. Diversity will not improve in QPS until it improves its recruitment strategy. The data also may suggest that recruitment standards are discriminating against applicants from diverse backgrounds, as we explore below.
[bookmark: C6b2]The nature of policing is changing
The skill sets required in policing are changing. Emerging technologies and increased demand for police services in areas such as domestic and family violence require rethinking the nature of work and the skills police officers will need in the future.[endnoteRef:497] [497:  Australia New Zealand Policing Advisory Agency, Police Workforce Compendium (Report, 2019) 48. ] 

The Commission of Inquiry heard that the pressures of responding to domestic and family violence are increasing[endnoteRef:498] and that QPS needs to strengthen its recruitment strategy to attract applicants best placed to respond to domestic and family violence.[endnoteRef:499] [498:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 65.]  [499:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 16.] 

It heard that, traditionally, policing has attracted applicants wanting to fight crime, ‘lock up baddies’ and serve the community.[endnoteRef:500] During this review, the Commission heard that there is a perception that ‘real police work’ is done by men and that the skills of police from diverse backgrounds are not as valuable.[endnoteRef:501] [500:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 196.]  [501:  Confidential conversations, participants 6, 41, 9, 39, 55, 56, 64, 73. ] 

Perceptions that women are lacking physicality and ‘masculine’ capabilities for aggression, violence and danger have long been held out as rational and legitimate reasons for excluding them.[endnoteRef:502] As a result, women often feel pressure to conform to a masculine identity that downplays social service aspects of the job, which can be perceived as feminine work.[endnoteRef:503] [502:  M Silvestri, ‘Disrupting the “Heroic” Male Within Policing: A Case of Direct Entry’ (2018) 13(3) Feminist Criminology 309, 8.]  [503:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 22–3. ] 

Gendered stereotypes that women cannot perform police work as well as men are based on a misconception that there is only one way to be a police officer. We heard from many participants who observed that communication skills are of greater service to them than physicality, strength or aggression.
In my last two years I haven’t really had to use any of my accoutrements. It’s because of my communication skills. It’s not just luck it’s to do with me being me and it’s an advantage to be someone from a different culture – I can relate to them better.[endnoteRef:504] [504:  Confidential conversation, participant 64, February 2024.] 

Review participant
A crucial part of responding to the changing nature of policing is also improving cultural capability within the organisation. The Commission of Inquiry found that First Nations people must be employed at QPS, including at a senior level, to enhance cultural capability.[endnoteRef:505] We heard that there is a skills gap in QPS when it comes to engaging respectfully and appropriately with culturally diverse and First Nations communities. [505:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) 231.] 

There is zero cultural capability in the organisation. I don’t think we have done this at all well. I don’t think we have cultural capability in any way shape or form. We have vanilla, generic policies that apply to the whole workforce… [and] senior members who are all white [and] over the age of 50.[endnoteRef:506] [506:  Confidential conversation, participant 41, November 2023. ] 

There is often a disconnect between the genuine occupational requirements of modern policing and the skills assessed during recruitment processes. The continued emphasis on pass standards held by the dominant group is likely to limit the number of police from diverse backgrounds in policing.[endnoteRef:507] [507:  Susan Robinson, ‘Rethinking Recruitment in Policing in Australia: Can the Continued Use of Masculinised Recruitment Tests and Pass Standards That Limit the Number of Women Be Justified?’ (2015) 2(3) Salus Journal 47, 38.] 

It is important that QPS’s recruitment strategy and standards continually evolve to meet future policing trends, such as:
automation and artificial intelligence, which are likely to significantly disrupt future employment in policing[endnoteRef:508] [508:  Australia New Zealand Policing Advisory Agency, Police Workforce Compendium (Report, 2019) 17.] 

a further shift towards digital literacy, analytical, qualitative and creative thinking, ethics and resilience.[endnoteRef:509] [509:  Australia New Zealand Policing Advisory Agency, Police Workforce Compendium (Report, 2019) 57.] 

It is crucial that QPS reassesses and continues to update its recruitment standards so that it meets the community’s needs and expectations and that it selects applicants with the skills required to deal with the complex challenges ahead.
[bookmark: C6c]Ensuring recruitment standards are lawful
To comply with the law, QPS’s recruitment standards must reflect the genuine occupational requirements of the role.
[bookmark: C6c1]Comply with discrimination law
A number of provisions under the Anti-Discrimination Act 1991 (Qld) deal with establishing and enforcing recruitment standards. The Act protects people with certain characteristics – for example, sex, gender and race – from unlawful discrimination in the workplace.
Indirect discrimination
Standardised recruitment practices that may seem neutral can create greater barriers to recruitment of police from diverse backgrounds and overlook valuable qualities they could bring to QPS.
Indirect discrimination happens when there is an unreasonable requirement that people with a certain attribute (or characteristic) would have difficultly complying with, compared to others without that attribute.[endnoteRef:510] Discrimination in this context can be lawful if the employer demonstrates that the requirements imposed are reasonable.[endnoteRef:511] [510:  ‘Discrimination: Race’, Queensland Human Rights Commission (Web Page, 2019), <www.qhrc.qld.gov.au/your-rights/discrimination-law/race>]  [511:  Anti-Discrimination Act 1991 (Qld), s 11. Section 11 of the Anti-Discrimination Act 1991 (Qld) sets out that it is for the respondent to prove, on the balance of probabilities, that a term complained of is reasonable. Note: from 1 July 2025, a new, simplified version of this legal test will come into effect. Indirect discrimination will involve imposing an unreasonable condition, requirement or practice that has or is likely to have the effect of disadvantaging a person because they have a protected attribute. See Respect at Work and Other Matters Amendment Act 2024 (Qld), s 7B.] 

Genuine occupational requirements
Not all treatment that amounts to discrimination is unlawful. There are several exemptions to discrimination applying to the area of work, including a genuine occupational requirements exemption.[endnoteRef:512] [512:  Anti-Discrimination Act 1991 (Qld), s 25.] 

In Queensland, employers can lawfully discriminate against a candidate or employee on the basis of their protected attribute/s (for example, sex or race) if there is an overriding requirement that is genuine, necessary for and related to the job to be undertaken.[endnoteRef:513] The legislation does not define the phrase ‘genuine occupational requirements’. [513:  Opinion re: Queensland Police Service [2002] QADT 3, adopted in Walsh v St Vincent de Paul Society Qld [2007] QADT 10, [65].] 

Rather than using the term ‘genuine occupational requirements’, some jurisdictions refer to ‘inherent requirements’. This includes the Sex Discrimination Act 1984 (Cth), which QPS must also comply with. An ‘inherent requirement’ is a requirement that is ‘essential to the position’ and not ‘peripheral’.[endnoteRef:514] The idea of an inherent requirement is very similar to that of a genuine occupational requirement, and the most recent case law in Queensland uses the terms synonymously.[endnoteRef:515] [514:  X v Commonwealth (1999) 200 CLR 177, [102].]  [515:  See Chivers v State of Queensland [2014] QCA 141, [40]; Toganivalu v Brown & Department of Corrective Services [2006] QADT 13, [101].] 

In the context of QPS’s recruitment standards, genuine occupational requirements are the essential, indispensable tasks that are required for the work of a police officer – for example, strong communication skills to manage the complex challenges that police officers face in promoting public safety and upholding the law.
However, if recruitment standards are not often used and not retested at a later date, they need to be reconsidered. For example, swimming may not be a genuine occupational requirement if it is only required as part of the job every few years, if at all.[endnoteRef:516] [516:  In the case of Flannery v O’Sullivan [1993] QADT 2, the Tribunal found that section 25 is objective in its terms, and it is not sufficient for an employer to set a requirement if it is not objectively required. It deemed that police officers were not required to complete and pass any further fitness/medical tests or report any deterioration in their eyesight to remain in the service.] 

The focus should be on the essential, indispensable activities in carrying out the particular job. One way to think about it is: would the position be essentially the same if the requirement was dispensed with?[endnoteRef:517] [517:  Walsh v St Vincent de Paul Society Qld [2007] QADT 10, [65].] 



[bookmark: C6c2]Take positive steps to prevent discrimination
As set out in the report, QPS now has a positive legal obligation to take steps to prevent discrimination under the Sex Discrimination Act 1984 (Cth) and, from 1 July 2025, it will have a positive duty under the recently amended Anti-Discrimination Act 1991 (Qld).[endnoteRef:518] [518:  Sex Discrimination Act 1984 (Cth), s 47C; Respect at Work and Other Matters Amendment Act 2024 (Qld), s 25.] 

A positive duty is a legal obligation on a person or organisation to take active steps to prevent discrimination and sexual harassment before it happens, rather than addressing conduct that has already occurred.
The Australian Human Rights Commission and Victorian Equal Opportunity and Human Rights Commission have published guidance on how organisations such as QPS can comply with a positive duty. The guidance makes clear that organisations should take steps to increase the representation and inclusion of under-represented groups.
Given that Queensland discrimination law has only recently been amended, the Commission has not yet published guidance on complying with the positive duty.[endnoteRef:519] However, the federal and Victorian guidance is instructive. [519:  See Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) and Victorian Equal Opportunity and Human Rights Commission, Guideline: Preventing and Responding to Workplace Sexual Harassment (2020).] 

The positive duty may extend to include a requirement to consider whether the genuine occupational requirements of a role are objectively required and do not operate in a discriminatory way.[endnoteRef:520] [520:  Australian Human Rights Commission, Guidelines for Complying with the Positive Duty under the Sex Discrimination Act 1984 (Cth) (August 2023) 77.] 

[bookmark: C6d]Barriers faced by police from diverse backgrounds
To be accepted as a recruit into the QPS, candidates must meet requirements across several areas: physical, medical and psychological fitness, cognitive testing, swimming, integrity, and a panel interview.
Apart from these entry-level recruitment standards, to be accepted into some specialist areas in QPS, police officers are required to meet certain additional physical and psychological standards. These units have very low representation of women.
This section will focus on the occupational requirements that QPS sets for its recruit and specialist roles and the differences in success rate based on sex and cultural background.
[bookmark: C6d1]Align with commonly accepted recruitment standards
The Australia New Zealand Policing Advisory Agency is a joint initiative of the Australian and New Zealand Police Ministers and Commissioners. It provides strategic policy advice to the Australia New Zealand Policing Advisory Agency Board on cross-jurisdictional policing initiatives.
In 2015, the Agency reviewed the genuine occupational requirements of policing and set out an agreed summary of the foundational skills, attributes and capabilities required of a police officer. This had the agreement and assistance of all police jurisdictions.[endnoteRef:521] [521:  Australian New Zealand Policing Advisory Agency, The Inherent Requirements of a Police Officer (2017) 3.] 

During the review, we identified that QPS over-emphasises physical competency and operational skills compared to skills perceived as non-physical. It is important for QPS to consider the Australia New Zealand Policing Advisory Agency’s list of inherent requirements and be able to justify deviations from them.
[bookmark: C6d2]Address drop-offs in the recruitment process
Data provided by QPS indicates that success in meeting its recruitment standards varies depending on the applicant’s sex and cultural background.[endnoteRef:522] [522:  Doc.078, Recruitment Data 2019 to mid-October 2023, 26 October 2023.] 

Psychological testing can discriminate against police from diverse backgrounds
QPS data shows that the psychological testing process is currently more challenging for women, applicants from non-English speaking backgrounds[endnoteRef:523] and First Nations applicants.[endnoteRef:524] While it is outside of the Commission’s expertise to comment on the validity of the testing measures being used, there are some possible reasons why applicants from diverse backgrounds are having greater difficulty passing these standards, as explored below. [523:  Applicants from non-English speaking background passed the psychological testing stage 5% less often than the dominant group; Data provided by QPS records the culturally diverse group as ‘non-English speaking background’. Data limitations about culturally diverse police mean that data on this group is unreliable. This is because of recent Queensland Government-wide changes about how that data is collected. This means that data is unable to be reliably compared with previous years and may not capture, or accurately represent, all officers who identify as culturally diverse.]  [524:  First Nations applicants passed the psychological testing stage 6% less often than the dominant group; Doc.078, Recruitment Data 2019 to mid-October 2023, 26 October 2023.] 

The psychological testing phase of the recruitment process assesses applicants’ ability to cope and respond to the psychological demands of operational policing.[endnoteRef:525] Applicants are required to undertake a psychological testing phase and, where required, a psychological interview[endnoteRef:526] to demonstrate that they are free of any mental illness, psychological symptoms or cognitive disability that would prevent them from performing general police duties.[endnoteRef:527] QPS generally recommends that applicants are free of mental health conditions and symptoms for a two-year period before applying.[endnoteRef:528] [525:  Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 36.]  [526:  Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 36.]  [527:  Doc.029, Standard for Health Assessment Requirements for Employment as a General Duties Police Officer with the Queensland Police Service, February 2022, 64.]  [528:  Doc.029, Standard for Health Assessment Requirements for Employment as a General Duties Police Officer with the Queensland Police Service, February 2022, 64.] 

Women tend to be more comfortable seeking help
There is evidence to suggest that, while prevalence rates do not differ according to gender, women are more likely than men to disclose mental health conditions and are more likely to seek help in the first place.[endnoteRef:529] This is shaped in part by socially influenced attitudes associated with longstanding gender role differences.[endnoteRef:530] Therefore, women are more likely to be flagged for a psychological interview or demonstrate that they do not have mental health conditions. [529:  F Judd, A Komiti and H Jackson, ‘How Does Being Female Assist Help-seeking for Mental Health Problems?’ (2008) 42(1) Australian & New Zealand Journal of Psychiatry 24-9 <doi.org/10.1080/00048670701732681>.]  [530:  F Judd, A Komiti and H Jackson, ‘How Does Being Female Assist Help-seeking for Mental Health Problems?’ (2008) 42(1) Australian & New Zealand Journal of Psychiatry 24-9 <doi.org/10.1080/00048670701732681>.] 

Men passed through the psychological testing phase 7% more often than women.[endnoteRef:531] However, we know this should not be taken as evidence that fewer men have experienced mental health conditions or symptoms.[endnoteRef:532] It is more likely that they are not disclosing or have not sought treatment for those symptoms or conditions. These factors can contribute to the increased risk of depression that men employed in male-dominated industries and occupations experience, relative to national benchmarks.[endnoteRef:533] [531:  Doc.078, Recruitment Data 2019 to mid-October 2023, 26 October 2023.]  [532:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour, in Victoria Police (Phase 2 Audit, September 2017) 205, 129.]  [533:  AM Roche, K Pidd, JA Fischer, N Lee, A Scarfe and V Kostadinov, ‘Men, Work, and Mental Health: A Systematic Review of Depression in Male-dominated Industries and Occupations’ (2016) 7(4) Safety and Health at Work 268–83 <doi.org/10.1016/j.shaw.2016.04.005>.] 

We acknowledge it is challenging to achieve a balance in this area. There is a sound basis for having high standards of psychological health for law enforcement work. At the same time, rather than appearing punitive for those who disclose mental health conditions, the psychological process could instead reward the self-reflection and help-seeking behaviours that are more likely to protect police officers from psychosocial injury once on the job.
Psychological testing needs to be culturally valid for First Nations and culturally diverse applicants
Uniform psychological testing processes have been shown to fail clinically and culturally valid assessments in First Nations populations.[endnoteRef:534] A recent review into QPS’s psychological evaluation process indicates that testing conducted at this stage may screen out culturally diverse applicants at a higher rate than the general group.[endnoteRef:535] [534:  See TG Westerman and GE Dear, ‘The Need for Culturally Valid Psychological Assessment Tools in Indigenous Mental Health’ (2023) 27(3) Clinical Psychologist 284–9 <doi.org/10.1080/13284207.2023.2247532>.]  [535:  Doc.345, Review of the QPS Preemployment Psychological Evaluation Process (PPEP) for Police Recruits, August 2024, 71. The Review of the QPS Preemployment Psychological Evaluation Process indicates that the Personality Assessment Inventory may disproportionately screen out culturally diverse applicants at a higher rate than the general group.] 

Psychological testing processes are typically designed and validated with English-speaking and mainstream culture in mind.[endnoteRef:536] If these testing processes are not validated for cultural differences, they may produce inaccurate results. [536:  Doc.345, Review of the QPS Preemployment Psychological Evaluation Process (PPEP) for Police Recruits, August 2024, 71. ] 

A current and ongoing review into QPS’s psychological evaluation process recommends that QPS:
develop a proactive, trusted advisory relationship with one or more First Nations psychologists for relevant cultural advice when appropriate
offer First Nations applicants the option to request a First Nations psychologist for their interview
continue to maintain the cultural competence of psychologists through planned training and supervision.
QPS should review its psychological testing to ensure that the tests applied are culturally valid for First Nations and culturally diverse people.
Swimming can be more challenging for people born overseas
A standard for entry into QPS as a recruit is the ability to swim 100 metres unaided, in any stroke, without stopping or allowing your hands or feet to touch the side or bottom of the pool.[endnoteRef:537] [537:  Doc.028, Fitness requirements and standards, October 2022, 1; Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 32.] 

People who were born in, or grew up in, land-locked countries have less ability to swim than those who grew up in Australia.[endnoteRef:538] As a result, the swimming requirement is likely to be more challenging for people who are from those countries. [538:  Beasley Intercultural, Cultural Diversity and Drowning Prevention Report for Royal Life Saving Society (Report, 2018) 2. Note: the Commission did not obtain data on pass rates of the swim test during the Review.] 

The Commission identified that swimming may not be a genuine requirement of the role. Swimming does not feature as a requirement in Australia New Zealand Policing Advisory Agency’s ‘inherent requirements of policing’.[endnoteRef:539] [539:  Australia New Zealand Policing Advisory Agency, The Inherent Requirements of a Police Officer (2017) 3.] 

If QPS is unable to demonstrate that swimming is objectively required in the role, this stage of the process may be indirectly discriminatory against culturally diverse applicants.
Physical fitness standards can be more challenging for women
Physical entry requirements can be a significant barrier faced by women police applicants. These tests are designed to replicate the physical tasks required of police work,[endnoteRef:540] but some are based on rare critical incidents rather than the majority of police work, which involves skills including report writing, conflict resolution and communicating verbally with members of the public.[endnoteRef:541] [540:  Jacqueline Drew and Carol A Archbold, ‘Issues of Merit and Affirmative Action in Police’ in Tim Prenzler (ed), Gender Inclusive Policing: Challenges and Achievements (Taylor & Francis, 2023) 105.]  [541:  Susan Robinson, ‘Rethinking Recruitment in Policing in Australia: Can the Continued Use of Masculinised Recruitment Tests and Pass Standards That Limit the Number of Women Be Justified?’ (2015) 2(3) Salus Journal 34, 37.] 

As part of its fitness requirements, QPS requires applicants to complete a prone bridge test, push-ups and a beep test before being accepted as a police recruit.[endnoteRef:542] To graduate from the academy there are also additional physical requirements.[endnoteRef:543] [542:  Doc.028, Fitness requirements and standards, October 2022, 1.]  [543:  Recruits are required to complete a beep test, operational simulation exercise and dummy drag in order to graduate the academy; ‘Fitness Assessment Requirements’, Queensland Police Service Recruiting (Web Page, 2024), <www.policerecruit.qld.gov.au/fitness-assessment-requirements>.] 

QPS data indicate that it did not fail applicants between 2021 and 2023. However, before that, women passed at a lower rate than men.[endnoteRef:544] [544:  Between 2019 and 2020, 77% of women passed this stage of the recruitment compared to 87% of men; Doc.078, Recruitment Data 2019 to mid-October 2023, 26 October 2023.] 

There are problems with physical testing: they want women to do male push ups. Doing 10 push ups on your toes, 90 seconds planks on your toes. There are physiological differences between men/women’s natural ability.[endnoteRef:545] [545:  Confidential conversation, participant 67, February 2024.] 

Review participant
Although policing does require a level of physical fitness, two issues must be considered:[endnoteRef:546] [546:  Jacqueline Drew and Carol A Archbold, ‘Issues of Merit and Affirmative Action in Police’ in Tim Prenzler (ed), Gender Inclusive Policing: Challenges and Achievements (Taylor & Francis, 2023) 105.] 

Women are disproportionately rejected on the basis of physical competency tests, so QPS must ensure those tests are based on genuine occupational requirements.
Physical tests should be designed so that QPS is selecting recruits who are capable of attaining fitness standards by the end of academy training.
In the Commission’s view, QPS should re-evaluate its physical testing standards in the context of the changing nature of policing. It should consider whether these standards are excluding female applicants who would be well suited to the challenges of modern-day policing. It is crucial that the standards are aligned to objective measurement of the current and future demands of police work.
The panel interview is a barrier for culturally diverse applicants
All recruit candidates are required to undergo a panel interview to assess suitability against QPS’s values and the requirements of the role.[endnoteRef:547] An applicant must send their resume to police recruiting when booking the interview.[endnoteRef:548] [547:  Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 33.]  [548:  Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 29.] 

It is concerning that applicants from a non-English speaking background are 11% less successful in the panel interview than applicants from an English-speaking background.[endnoteRef:549] We heard the panel process can be challenging for applicants from diverse backgrounds. [549:  Recruitment Data 2019 to mid-October 2023, 26 October 2023.] 

The panel could be quite cold, and people may feel put on the spot which is not culturally appropriate.[endnoteRef:550] [550:  Confidential conversation, participant 67, February 2024.] 

Interviews can be challenging for culturally diverse applicants, particularly where they feel they are being judged on attributes that are valued in Australian culture, such as confidence and self-assurance.[endnoteRef:551] It is also essential QPS ensures its panel members are making fair assessments and are not being influenced by unconscious bias.[endnoteRef:552] [551:  Anti-Discrimination NSW, Inclusive Recruitment Project (Report, 2023) 31.]  [552:  Anti-Discrimination NSW, Inclusive Recruitment Project (Report, 2023) 32.] 

There is also evidence to show that job applicants who have non-Anglo-Saxon names have less success during interview and shortlisting processes than those who do.[endnoteRef:553] Shortlisting and panel interviews are areas that QPS could consider further to ensure that discrimination is not occurring at this stage of the process. [553:  M Adamovic, and A Leibbrandt, ‘Is There a Glass Ceiling for Ethnic Minorities to Enter Leadership Positions? Evidence from a Field Experiment with Over 12,000 Job Applications’ (2023) 34(2) The Leadership Quarterly 101655 <doi.org/10.1016/j.leaqua.2022.101655>.] 

[bookmark: C6d3]Remove barriers for women in specialist units
We heard during consultations that some specialist units in QPS present particular barriers for women. Some of these units have additional physical or psychological testing beyond the recruitment standards,[endnoteRef:554] which may be indirectly discriminatory.  [554:  ‘Specialised Roles and Areas’, Queensland Police Service Recruiting (Web Page, 2024), <www.policerecruit.qld.gov.au/specialised-roles-and-areas>.] 

QPS data indicates that specialist units tend to have low representation of women. Some of these units are:[endnoteRef:555] [555:  Queensland Police Service workforce data, 31 January 2024. ] 

Water Police – 3.1% women (three women out of 96 officers)
Public Safety Response Taskforce, Special Emergency Response Team and Explosive Ordnance Response Team – 3.5% women (five women out of 143 officers)
Dog Squad – 16.9% women (21 women out of 124 officers).
The Commission heard that the high physical standards required to be accepted into some specialist units are a barrier to accessing these units. This means there is even lower diversity in these units, which in turn contributes to a hyper male-dominated culture.
Some work units in the QPS are known to be particularly difficult for women to be accepted into. I am aware that it is nearly impossible for women to win a position as a General Purpose dog handler, PSRT officer and SERT officer. The reason that it is nearly impossible is 1. The fitness test standard and 2. The lack of women in these units already resulting in a male dominant workforce where the idea of women integrating is simply not accepted.[endnoteRef:556] [556:  Focus group participant, July 2024.] 

In the Commission’s view, while specialist units may have sound basis for having physical standards that are different from the general recruitment standards, QPS must ensure that they are objectively required and are not based on cultural norms and informal definitions of merit held by the dominant group.
[bookmark: C6e]A modern recruitment process
QPS can modernise its recruitment process by reviewing its recruitment standards to ensure they are genuine and objectively required. In doing so, it will enhance its ability to align future work demands with the skills it needs to meet its current strategic objectives.
It is also important that QPS’s recruitment system has the flexibility to make decisions about an applicant’s potential, rather than unnecessarily excluding from the process applicants who would be suitable police officers.
[bookmark: C6e1]Determine which standards are objectively required
QPS must comply with the legislative requirement that its recruitment standards are based on genuine occupational requirements of the role.
Defining ‘genuine occupational requirements’ of policing is challenging given the vast range of tasks a general duties officer can be called on to do. However, the law is clear that QPS must ensure each standard is ‘objectively required’, or ‘genuine, necessary for, and relate to the job’.[endnoteRef:557] [557:  Chivers v State of Queensland [2014] QCA 141, [65]. See also Toganivalu v Brown & Department of Corrective Services [2006] QADT 13, [101] and Opinion re: Queensland Police Service [2002] QADT 3.] 

Some steps QPS could take to determine whether its recruitment standards are objectively required are:
undertaking an assessment of the skills that QPS officers are in fact using, specifically considering how the nature of policing has changed over time
comparing the skills tested for in recruitment processes to those most frequently used by officers in carrying out their duties, including those that are rarely used
identifying the essential skills of policing in QPS based on evidence, including the needs of the community.
The Commission identified that definitions of merit may appear objective but in fact be subjective based on the traits and characteristics of the dominant group. QPS should also ensure any skills that are tested for at recruitment stage but not again at a later stage are scrutinised, as this may indicate the skill is not a genuine occupational requirement of the role. [endnoteRef:558] [558:  Flannery v O’Sullivan [1993] QADT 2.] 

Data can play a key role in identifying skills that are tested for but rarely used in day-to-day policing. For example, it may be that some skills, like swimming, are identified as not only being a major barrier for culturally diverse police but also required infrequently in practice.
If QPS fails to use objective tools to inform its recruitment standards and strategy it may:
recruit a workforce whose skills do not meet current and future challenges
miss opportunities to recruit a workforce who have the necessary skills to meet current and future challenges
indirectly discriminate against applicants with particular attributes.
[bookmark: C6e2]Enable a more holistic assessment of potential police recruits
While the QPS Recruiting Manual provides for the Manager of Recruiting to consider an applicant’s suitability following completion of the quality assurance process,[endnoteRef:559] there are multiple units responsible for different stages of QPS’s recruitment process.[endnoteRef:560] This means that recruit applicants can be excluded from the recruitment process after being deemed unsuitable during one assessment stage.  [559:  Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 22.]  [560:  For example, the Psychological Assessment Unit is responsible for assessing psychological suitability, the Vetting Unit is responsible for integrity and vetting checks; Doc.022, QPS Police Recruiting Manual v1.0, 25 November 2022, 17 and 22.] 

The recruiting process could be improved by allowing for a holistic assessment of potential police recruits by one delegated decision-maker. This would allow the decision-maker discretion to consider growth and development areas and to assess an applicant’s potential as a whole. In the Commission’s view, this delegated decision-maker should be at Executive Leadership Team[endnoteRef:561] level to ensure that decisions align with QPS’s strategic objectives, including workplace equality. [561:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

The Commission also heard during the Review that the recruiting process could better support candidates who are deemed unsuitable in one of the assessment stages.
Once CALD people get their ‘Dear John’ letter,[endnoteRef:562] it isn’t encouraging at all in its wording and people don’t come back. Yet the only thing maybe standing in their way is a swimming class, or maybe another 1 year developing their English. Rather than just saying a hard no, [we] should be supporting these people to come back. It doesn’t tell them why they have failed.[endnoteRef:563] [562:  This term was used to describe the letter applicants receive when they are advised by QPS that they have been unsuccessful. ]  [563:  Confidential conversation, participant 67, February 2024.] 

There’s a problem with the swimming test, from a cultural perspective. There are organisations that are doing training classes for recruits, but the recruitment unit doesn’t do referrals so [there is] no way for people rejected from the QPS to find out.[endnoteRef:564] [564:  Confidential conversation, participant 67, February 2024.] 

QPS should consider ways it can improve the process for unsuccessful applicants, so that they are referred to appropriate areas where their skills can improve.
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[bookmark: C7b]Why it matters
Developing and valuing a diverse, high-performing workforce is an imperative part of realising workplace equality. Too often organisations prioritise strategies for increasing diversity without ensuring the strengths of diverse staff are valued and developed.
Ensuring all police have equal access to career advancement will support QPS to fulfil its strategic vision of a highly skilled and capable workforce that understands and represents the community it serves.[endnoteRef:565] [565:  Queensland Police Service, Annual Report 2022–23 (Report, 2023) 8; Queensland Police Service, Strategic Plan 2024–2028 (2024).] 

Throughout our consultations, we heard that police from diverse backgrounds face barriers in advancing through the organisation. This can reduce diversity at leadership levels, limit the organisation’s capacity to realise the benefits of diversity, and impact retention. It can also signal to police from diverse backgrounds that diversity and inclusion are not valued in practice, even when the value of diversity is outwardly promoted.
In this chapter
We explore how valuing performance, supporting career advancement and improving selections and appointments are critical to achieving workplace equality within QPS.


This discussion contributes to the overall picture of what positive steps QPS should take to prevent discrimination, whether there is adequate transparency about recruitment promotion and retention, and what should be done to increase the retention of QPS members from diverse backgrounds.[endnoteRef:566] [566:  As required by the Review Scope, paragraphs (c), (d) and (e).] 

[bookmark: C7b1]Address under-representation throughout the organisation
During our consultations, we heard that it is important that QPS reflect the community it serves.[endnoteRef:567] We also heard that there are ‘bottlenecks’ for police from diverse backgrounds as they progress into the more senior ranks of the organisation and that women on part-time agreements particularly have difficulty moving into leadership positions.[endnoteRef:568] We also heard certain units have particular work cultures that are less available to police from diverse backgrounds.[endnoteRef:569] QPS data supports these sentiments, as will be explored below. [567:  Confidential conversation, participant 38, November 2023; Confidential conversation, participant 86, February 2024; Confidential conversation, participant 109, April 2024.]  [568:  Confidential conversation, participant 70, February 2024; Confidential conversation, participant 83, February 2024.]  [569:  Confidential conversations, participants 6, 41, 35, 48, 20, 55, 34, 66, 67, 71, 70, 81, 86, 83, 95, 3, 85, 104, 92, 120, 72, 105, 121, 130, 132.] 

Queensland’s police do not reflect the community they serve
Over the past decade, the composition of QPS’s sworn workforce has remained relatively constant.[endnoteRef:570] [570:  Queensland Police Service workforce data, 31 January 2024.] 

Despite small increases in diversity over time, Queensland’s police do not currently reflect the community they serve:
50.7% of Queenslanders identify as women, yet they make up 28.5% of sworn police and recruits[endnoteRef:571] [571:  ‘2021 Queensland, Census All persons Quickstats’, Australian Bureau of Statistics (Web Page, 2021), <www.abs.gov.au/census/find-census-data/quickstats/2021/3>; Queensland Police Service workforce data, 31 January 2024. Note: the Census data referred to in this section is from 2021. We have chosen to use the most recent available data from QPS (31 January 2024).] 

4.6% of Queenslanders identify as First Nations, yet they make up 2.4% of sworn police and recruits[endnoteRef:572] [572:  ‘2021 Queensland, Census All persons Quickstats’, Australian Bureau of Statistics (Web Page, 2021), <www.abs.gov.au/census/find-census-data/quickstats/2021/3>; Queensland Police Service workforce data, 31 January 2024. Note: the Census data referred to in this section is from 2021. We have chosen to use the most recent available data from QPS (31 January 2024).] 

22.7% of Queenslanders reported that they were born overseas, and 12.5% spoke a language other than English at home.[endnoteRef:573] While the data limitations on the cultural diversity of sworn police limit direct comparison, a rough comparison is that police from culturally diverse backgrounds make up about 3.2% of sworn police and recruits.[endnoteRef:574] [573:  Queensland Government Statistician’s Office, Queensland Treasury, Diversity Figures (Report, 2021) 1-2.]  [574:  Data limitations about culturally diverse police mean that data on this group is unreliable. This is because of recent Queensland Government-wide changes about how that data is collected. This means that data is unable to be reliably compared with previous years and may not capture, or accurately represent, all officers who identify as culturally diverse.] 

Police from diverse backgrounds are less likely to move up the ranks
Police from diverse backgrounds are less likely to move up the ranks in QPS. Workforce data obtained by the Review showed that:[endnoteRef:575] [575:  Queensland Police Service workforce data, 31 January 2024. ] 

The lowest representation of women is at the Superintendent and Chief Superintendent ranks (17.5% and 9.1% respectively).
The highest representation of women is at the Constable and Senior Constable ranks (29.1% and 30.1% respectively).
Only four sworn officers from Inspector level to Executive Leadership Team[endnoteRef:576] level identify as culturally diverse. [576:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

Only five commissioned officers identify as First Nations.
The highest representation of culturally diverse sworn officers is at the Constable rank.
The highest representation of First Nations sworn officers is at the Senior Constable rank.
Table: Demographics of sworn officers and recruits by rank as at 31 January 2024[endnoteRef:577] [577:  Queensland Police Service workforce data, 31 January 2024. ] 

	
	Women
	Culturally diverse[endnoteRef:578] [578:  Data limitations about culturally diverse police mean that data on this group is unreliable. This is because of recent Queensland Government-wide changes about how that data is collected. This means that data is unable to be reliably compared with previous years and may not capture, or accurately represent, all officers who identify as culturally diverse.] 

	First Nations

	Executive Leadership Team
	26.1%
	4.3%
	0%

	Chief Superintendent
	9.1%
	0%
	0%

	Superintendent
	17.5%
	0%
	1.8%

	Inspector
	21.6%
	1.3%
	1.7%

	Senior Sergeant
	25.2%
	1.8%
	2%

	Sergeant
	25.9%
	2.8%
	2.9%

	Senior Constable
	30.1%
	3.1%
	2.7%

	Constable
	29.1%
	4.9%
	1.2%

	Recruit
	25.8%
	3.8%
	0.8%

	Overall
	28.5%
	3.2%
	2.4%



There are very few sworn police who have multiple attributes – that is, female police who are First Nations or culturally diverse.[endnoteRef:579] [579:  Workforce data shows that, of QPS’s total sworn workforce, 1.57% (190 officers) identify as culturally diverse women or First Nations women. As at 31 January 2024, there are currently no culturally diverse or First Nations women above the rank of Inspector. Queensland Police Service workforce data, 31 January 2024.] 

Some work units have particularly low levels of diversity
Workforce data also show that some work units have relatively high levels of diversity, whereas others have very low levels. This reflects what we were told by some participants about assumptions about gender and roles. For example, we heard that it was common for managers[endnoteRef:580] to assume women would work in roles such as child protection and corporate services, whereas other areas, such as detective units and ‘high-risk’ specialist operations teams, were considered to be the domain of men.[endnoteRef:581] In these areas, a masculine stereotype was normalised. [580:  Any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.]  [581:  Confidential conversation, participant 6, November 2023; Confidential conversation, participant 41, November 2023; Confidential conversation, participant 35, November 2023; Confidential conversation, participant 130, May 2024; Confidential conversation, participant 132, May 2024; Confidential conversation, participant 121, April 2024.] 

There’s something in that detective category that has a culture of its own. It’s very much a boys club or male dominated and there is no room for ‘weakness’. I know a woman who was bullied because she suffered an injury and had to go on light duties. This is when the bullying started from her boss, it was just a perceived weakness as a female.[endnoteRef:582] [582:  Confidential conversation, participant 20, November 2023.] 

Gendered career trajectories are a recognised structural barrier for the progression of women; unlike overt discrimination, this kind of bias arises from ingrained cultural norms and organisational practices that seem neutral on the surface but actually advantage one gender over another.[endnoteRef:583] [583:  DE Chanland and WM Murphy, ‘Propelling Diverse Leaders to the Top: A Developmental Network Approach’ (2018) 57(1) Human Resource Management 111-26 <doi.org/10.1002/hrm.21842>.] 

Say you’ve got a job that requires physicality where things could get a bit ugly, and you have a big burly male and a female both who apply. The bosses think it’s just a safer bet to go with the male. That happens so often. It’s not even remotely part of the requirements of the position. The boss might say I’m looking for someone who can sort people out here, someone who can stand their ground… these are the unwritten rules that will promote a certain type of person.[endnoteRef:584] [584:  Confidential conversation, participant 20, November 2023.] 



[bookmark: C7b2]Culture can influence progress
During our consultations, we heard that cultural dynamics can make it difficult for police from diverse backgrounds to progress in the organisation. We were told that police were being overlooked for roles because they were not part of the ‘in-crowd’ or ‘boys’ club’.[endnoteRef:585] We heard that when police from diverse backgrounds are promoted, they are branded as ‘diversity hires’, [endnoteRef:586] and that assumptions are made about women ‘sleeping their way to the top’.[endnoteRef:587] These sentiments reflect the two major evidence-based barriers preventing the progression of diverse employees to higher organisational levels in the wider literature: lack of access to networks and perceptual comparison to an ideal White male leadership standard.[endnoteRef:588] [585:  Confidential conversations, participants 13, 17, 22, 6, 8, 11, 3, 4, 39, 35, 21, 44, 33, 49, 48, 20, 51, 55, 59, 56, 40, 61, 66, 64, 71, 73, 75, 70, 78, 82, 81, 83, 106, 108, 92, 114, 84, 122, 110, 115, 124, 138, 140, 136.]  [586:  Confidential conversation, participant 22, November 2023.]  [587:  Confidential conversation, participant 138, May 2024.]  [588:  DE Chanland and WM Murphy, ‘Propelling Diverse Leaders to the Top: A Developmental Network Approach’ (2018) 57(1) Human Resource Management 111-26 <doi.org/10.1002/hrm.21842>.] 

Assimilation required to progress 
The Commission heard that dominant views and attitudes create unofficial definitions of the types of attributes or characteristics that are preferred for advancement opportunities.
It doesn’t matter if you’re CALD or First Nations, if you’re different you get picked on.[endnoteRef:589] [589:  Confidential conversation, participant 110, April 2024.] 

You will never get promoted beyond Sergeant if you don’t play the game. That is the QPS way. [endnoteRef:590] [590:  Confidential conversation, participant 75, February 2024.] 

Police from diverse backgrounds observed that managers tend to promote people most similar to them.
The people getting relieving positions were just good mates with the Sergeant. If you’re not in the cool kids’ group with the Sergeant, you don’t get recommended for things. [endnoteRef:591] [591:  Confidential conversation, participant 8, November 2023.] 

The Commission heard that First Nations officers felt as though they needed to play down their identities in order to advance.
I’ve been promoted a few times. But I wouldn’t have been promoted if I vocalised my Aboriginality much more. That is for certain for me.[endnoteRef:592] [592:  Confidential conversation, participant 122, April 2024.] 

Review participant
We heard that those who refused to ‘assimilate’ experienced consequences for their careers.
From the moment [my colleague] decided she didn’t want to be out drinking with the boys she got scrubbed, went from being one of the favourites to being discriminated against.[endnoteRef:593] [593:  Confidential conversation, participant 81, February 2024.] 

The phenomenon of being drawn to those who think, look and act like us is not unique to QPS and is a well-recognised problem for women working in historically male-dominated environments and roles where there are deeply held beliefs and norms about who is suitable for leadership.[endnoteRef:594] [594:  Chief Executive Women and Champions of Change Coalition, In the Eye of the Beholder: Avoiding the Merit Trap (2024) 4.] 

Biggest flaw is unconscious bias. They don’t do it deliberately. They see themselves in the white person, so unconsciously favour them.[endnoteRef:595] [595:  Confidential conversation, participant 53, December 2023.] 



Narrative
Sam’s* story
*Not their real name
Sam joined QPS after moving to Australia some years ago. Over the years, Sam has experienced discrimination from his colleagues and from people in the community because of his cultural background.
‘ It is worse internally than externally. Internally when they are being sneaky that is a whole other ball game. That hits much harder.
Sam feels on the outer with his colleagues and that they ignore him, even when he is acting in managerial roles.
Recently, Sam had been acting in higher duties for two years. In his view, he was by far the most qualified person for the role. One day he learned that someone else was to be appointed to the position he was acting in without the position being advertised. After Sam challenged this, QPS advertised the position, and he won on it on merit.
[They] knew they would have to blatantly discriminate to not give me the position on merit.
I’ve seen CALD [culturally and linguistically diverse] people leave because of jokes, being blocked by promotions, not being able to move up the ranks.
This has come at a cost for Sam, but he is determined to oppose racism and stand up for others.
Emotionally, mentally...[I] don’t know if I can do it anymore. It has pretty much beaten me. I can’t see a light at the end of the tunnel. What is the point of putting my life in danger every day, why am I even bothering when the people I work for are treating me even worse?
What keeps me going is needing to protect people who are not treated fairly. [I] will do the right thing, stand up for others, [and I] don’t care if you don’t like me.


Stereotypes disadvantage police from diverse backgrounds
We heard there are a number of narratives within QPS that seem to place blame on police from diverse backgrounds for not advancing in the organisation – for example, not applying for roles because they lack confidence.[endnoteRef:596] Conceptually, this form of resistance parallels the resistance we observed in the survey that revealed the challenges of recruiting police from diverse backgrounds. [596:  Site visit.] 

It was also commonly reported that there are perceptions about women’s capacity to give what is required to police work due to assumptions about child-rearing and their ambition to progress.[endnoteRef:597] We observed widespread assumptions about gender roles. [597:  Site visits; Confidential conversation, participant 20, November 2023.] 

I was told flat out that an OIC [officer-in-charge] wouldn’t take me because I was of child bearing age.[endnoteRef:598] [598:  Confidential conversation, participant 81, February 2024.] 

Shifting the responsibility to police from diverse backgrounds rather than addressing the structural issues underlying this problem serves to reinforce negative stereotypes. These narratives are inaccurate and seek to frame skills and traits exhibited by police from diverse backgrounds as deficits rather than strengths, keeping the attention away from the structural inequalities in QPS. These perceptions relate to how merit is defined within QPS.
‘Who you know’ is strong currency for promotion
Participants reported to the Commission that acting arrangements and informal career opportunities were more likely to be offered to the dominant group, placing them in an advantageous position for promotions.
I’m not a drinker, [I] don’t socialise with the cops. [I’m] not in the cool club, so I won’t get any relieving whatsoever.[endnoteRef:599] [599:  Confidential conversation, participant 48, December 2023.] 

Despite there being more checks and balances for formal promotional processes, the Commission heard that these processes can also be worked around to get the candidate the manager or panel convenor desires.
The officer-in-charge will pick the person they want unless there’s someone like me on the panel. Some people can be pushed over on the panel.[endnoteRef:600] [600:  Confidential conversation, participant 29, November 2023.] 

QPS recently reintroduced the Central Panels Unit to address perceived inequities in the recruitment and selection processes.[endnoteRef:601] The Central Panels Unit is designed to provide an independent, centralised and coordinated approach to statewide promotional panels for the Sergeant and Senior Sergeant ranks.[endnoteRef:602] While the Commission was told the Central Panels Unit could improve, many participants reported positive experiences with its processes.[endnoteRef:603] Some suggested the mandate of the unit should be expanded to oversee the promotion processes of other ranks.[endnoteRef:604] [601:  Doc.002, Queensland Police Service Equity and Diversity Audit Report, April 2023, 17.]  [602:  Doc.002, Queensland Police Service Equity and Diversity Audit Report, April 2023, 17.]  [603:  Site visits; Confidential conversation, participant 92, March 2024.]  [604:  Site visits.] 

[bookmark: C7c]Valuing performance
Meaningful engagement with performance systems is an essential part of developing workplace equality. It is important that performance is captured, rewarded and incentivised more broadly than only the operational or technical components of a role – this is particularly crucial for supervisors.[endnoteRef:605] For QPS to successfully increase diversity and inclusion, leadership needs to be united in working towards this goal across multiple organisational levels.[endnoteRef:606] The performance system should therefore capture how QPS officers contribute to the organisation’s objectives to promote a diverse and inclusive workplace. [605:  R Kramar, ‘Managing Diversity: Beyond Affirmative Action in Australia’ (1998) 13(4) Women in Management Review 133-142 <doi.org/10.1108/09649429810219763>.]  [606:  ME Mor Barak, G Luria and KC Brimhall, ‘What Leaders Say Versus What They Do: Inclusive Leadership, Policy-Practice Decoupling, and the Anomaly of Climate for Inclusion’ (2022) 47(4) Group & Organization Management 840–71 <doi.org/10.1177/10596011211005916>.] 

[bookmark: C7c1]Create a culture that values performance
During our Review, we identified that QPS has made improvements to its development and performance system in recent years. However, we also observed that cultural factors continue to undermine and limit meaningful engagement with the system.
The new development and performance system came into effect in QPS in January 2022 and is designed to recognise good work performance, as well as behaviour or performance that does not meet expectations. The Commission heard that, while the system has potential, meaningful engagement with and take-up of the system can be limited.
DAPs [development and performance systems] are useful when used properly. But [a] lack of training [and] capacity for managers to have difficult conversations around performance [and] conflict means that discussions are avoided.[endnoteRef:607] [607:  Focus group participant, August 2024. ] 

Some participants commented that development and performance processes are seen as a box to be ticked.
Twice in [nearly a decade] in [General Duties] did I actually have one on one with sergeant who actively discussed goals and performance. Otherwise they just click it and say improve XYZ so you go up in pay points. [There is] no guidance on where [you are] bettering [yourself].[endnoteRef:608] [608:  Confidential conversation, participant 124, May 2024.] 

The Commission heard there are significant workplace pressures on officers that may also impact the time they attribute to development and performance system processes.[endnoteRef:609] [609:  Site visits.] 

We were told that strong cultural factors may disincentivise the use of development and performance systems to record poor or unacceptable workplace behaviours. Participants commonly reported a tendency for police officers to ‘protect’ other officers, which includes not turning on ‘your own’.[endnoteRef:610] Some participants thought this may deter people from completing the development and performance processes as required by the system. [610:  Confidential conversations, participants 17, 19, 24, 8, 4, 39, 35, 40, 6, 24, 51, 78, 82, 95, 104, 106, 108, 114, 120, 84, 105, 121, 110, 122, 138, 134, 126, 130, 140, 142.] 

I’ve worked a lot in the past in General Duties where a lot of supervisors are actually reluctant to [use the development and performance systems] because they think that will cause a cultural issue in the station because you’re dogging on them.[endnoteRef:611] [611:  Focus group participant, August 2024.] 

It is important that QPS reframe the narratives that undermine the performance system so that officers who have not met their performance requirements do not move up in the organisation.
‘There are first years that have gone through that need more development and shouldn’t have been signed off, but [their officer-in-charge] can’t not sign them off because nobody’s put it in the book.’[endnoteRef:612] [612:  Focus group participant, August 2024.] 

[bookmark: C7c2]Embed values-based performance
An inclusive and values-driven culture values and integrates the perspectives and talents of all employees, as well as rewarding and promoting positive behaviour.[endnoteRef:613] Creating this culture results in a safer, more respectful and inclusive working environment. [613:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 108.] 

Essential aspects of embedding values-based performance include both discouraging and providing consequences for negative behaviour, as well as providing rewards and incentives for positive behaviour.[endnoteRef:614] [614:  H van Dijk, ML van Engen and J Paauwe, ‘Reframing the Business Case for Diversity: A Values and Virtues Perspective’ (2012) 111(1) Journal of Business Ethics, 73-84 <doi.org/10.1007/s10551-012-1434-z>.] 

Some participants told us they felt the system rewards officers who exhibit negative behaviour because managers can prefer to move the person with problematic behaviour to another work unit rather than deal with the behaviour themselves.
They often get rewarded, because [no one] wants to work with them. So they [their supervisors] put them in places that people want to go.[endnoteRef:615] [615:  Confidential conversation, participant 123, May 2024.] 

In addition to not addressing poor workplace behaviour, behaviours that are rewarded within the performance system tend to focus on operational skills – for example, prioritising ‘arrest rate’ and ‘traffic tickets’, rather addressing other problematic interpersonal behaviours.
Make the performance evaluations a real thing and include people’s behaviour in that – don’t just make it how many tickets they gave out, or how many traffic stops they did – the section where it says ‘works collaboratively and acts in accordance with QPS values’, that really needs to be taken seriously.[endnoteRef:616] [616:  Confidential conversation, participant 9, November 2023.] 

A further barrier to embedding values-based performance is that some managers do not feel supported when they do call out poor behaviour. 
When I was acting I tried to do some constructive DAPs [development and performance]. I did not feel supported. All of these have now been challenged.[endnoteRef:617] [617:  Focus group participant, August 2024. ] 

The messaging has to come from the top down that they are supporting the use of DAPs for constructive feedback.[endnoteRef:618] [618:  Focus group participant, August 2024. ] 

A suggestion from a focus group participant shows how simple reward and recognition for positive behaviour can be:
I would advocate for reinvigorating awards and recognitions both in formal and informal settings – even an email from the Superintendent or the Inspector to the work unit.[endnoteRef:619] [619:  Focus group participant, August 2024. ] 

As we discuss in this report, the Commission’s position is that QPS should establish performance indicators for managers that prioritise workplace equality. If managers are held accountable for workplace equality, it is likely to trickle down to their staff by rewarding employees who are exhibiting behaviour in accordance with QPS’s values. These rewards and incentives should be linked to development opportunities including training, relieving and higher duties.
[bookmark: C7c3]Link performance feedback to selection processes
Currently, information about a candidate’s broader performance, including performance in workplace behaviour, management skills and contributions to workplace culture, is not formally available to selection panels in determining appointments for recruitment and promotion, unless the applicant has highlighted it in their application.[endnoteRef:620] [620:  Focus group participant, August 2024. ] 

The Commission heard that officers conducting panel selection processes can lack key information about an officer’s performance when assessing their suitability for a position.
As a service we need to capture the practical skillset. If you’re writing a resume in your second or third language, you can display the practical skills in the field but not know how to get that in the CV. DAP [the development and performance process] is the right place for that but as a panel convenor I don’t have access to that as part of that process. All I know is that they had a DAP and they succeeded.[endnoteRef:621] [621:  Focus group participant, August 2024. ] 

Processes could line up to give an example to the key selection criteria that correlates with the DAP. You’ve gathered that experience in the field, so then you can just submit it without having to write a long assignment in 2 pages about it.[endnoteRef:622] [622:  Focus group participant, August 2024. ] 

As a relevant comparison identified during our review, the Australian Defence Force has recently amended its Appraisal and Development Report for Senior Officers in the organisation.[endnoteRef:623] A key change was to ensure star ranked officers ‘demonstrated commitment consistent with the cultural change, diversity requirements and WHS legislative duties expected of Senior Officers of the ADF’.[endnoteRef:624] The information collected during the appraisal period ‘may be used when making decisions related to your career management, including, postings, promotion and career development’.[endnoteRef:625] [623:  Australian Government Department of Defence, ‘Senior Officer Appraisal and Development Report’ Royal Commission into Defence and Veteran Suicide (Web Page, 24 August 2021) <Exhibit O-01.008 - DEF.1269.0006.0237 - Department of Defence, AC 740 Senior Officer Appraisal and Development Report.pdf (royalcommission.gov.au)>.]  [624:  Auditor-General, Australian National Audit Office, Defence’s Implementation of Cultural Reform (Auditor-General Report No 38 of 2021–21, 2021) 50. ]  [625:  Australian Government Department of Defence, ‘Senior Officer Appraisal and Development Report’ Royal Commission into Defence and Veteran Suicide (Web Page, 24 August 2021) 1 <Exhibit O-01.008 - DEF.1269.0006.0237 - Department of Defence, AC 740 Senior Officer Appraisal and Development Report.pdf (royalcommission.gov.au)>.] 

By aligning its systems in this way, a candidate’s suitability and potential are more accurately assessed. This would ensure that:
poor workplace behaviour is captured and available to panel members so that people who may have a reputation for conduct that is racist and sexist are called out and this behaviour is considered when deciding if they can advance into management and leadership positions
officers would be incentivised to demonstrate positive behaviours.

[bookmark: C7d]Career advancement opportunities
There is a strong business case for cultivating diversity in leadership roles.[endnoteRef:626] QPS staff have sent strong messages to the Executive Leadership Team in recent years through the Working for Queensland surveys that the promotional system must be improved.[endnoteRef:627] Key concerns reported in that survey are consistent with what was reported to the Commission – namely, that career advancement processes are not transparent, performance is not assessed clearly, and promotion decisions are not based on clear criteria. [626:  DE Chanland and WM Murphy, ‘Propelling Diverse Leaders to the Top: A Developmental Network Approach’ (2018) 57(1) Human Resource Management 111-26 <doi.org/10.1002/hrm.21842>.]  [627:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (2023).] 

The wider literature indicates that lack of access to informal networks and evaluation against the White male leadership standard are the major barriers leading to under-representation of diverse leaders.[endnoteRef:628] We found that both factors were supported by information gathered in the Review. [628:  DE Chanland and WM Murphy, ‘Propelling Diverse Leaders to the Top: A Developmental Network Approach’ (2018) 57(1) Human Resource Management 111-26 <doi.org/10.1002/hrm.21842>.] 

The Commission also heard that formal selection processes, including the two-page written application and interview processes for promotion, were overly rigid which can disproportionately impact diverse police.[endnoteRef:629] [629:  Confidential conversation, participant 46, December 2023.] 

Make acting opportunities available to everyone
Networks play a core role in supporting career development and progression – they provide access to information, resources, sponsorship, role models and evidence of career path success.[endnoteRef:630] Consistent with this principle, outside of the formal QPS promotion system, informal or upstream factors such as acting opportunities can influence subsequent promotion decisions. This process was often described as ‘jobs for the boys’ or ‘who you know’ and was one of the most frequently reported issues across our consultations.[endnoteRef:631] [630:  DE Chanland and WM Murphy, Propelling Diverse Leaders to the Top: A Developmental Network Approach’ (2018) 57(1) Human Resource Management 111-26 <doi.org/10.1002/hrm.21842>.]  [631:  Confidential conversations, participants 13, 17, 22, 6, 8, 11, 3, 4, 39, 35, 21, 44, 33, 49, 48, 20, 51, 55, 59, 56, 40, 61, 66, 64, 71, 73, 75, 70, 78, 82, 81, 83, 106, 108, 92, 114, 84, 122, 110, 115, 124, 138, 140, 136; Site visit.] 

How are we ever going to break the ceiling when we are being interviewed and assessed by Caucasian people who have unconscious bias towards their own?[endnoteRef:632] [632:  Confidential conversation, participant 53, December 2023.] 

Review participant
Equitable access to relieving and higher duties 
Relieving and higher duties – often referred to as ‘acting opportunities’ – are valuable career advancement opportunities in QPS because they provide the requisite experience for promotion, and they have potential to be extended on an ongoing basis.[endnoteRef:633] [633:  Confidential conversations, participants 4, 15, 39, 35, 48, 20, 55, 34, 66, 81, 106, 122, 121.] 

Participants reported to the Commission that these opportunities are often made based on proximity to the officer-in-charge, rather than through an open and transparent selection process. We heard that it is possible to make ‘captain’s calls’ and direct approaches to people.[endnoteRef:634] [634:  Focus group participant, July 2024.] 

In this area, people get phone calls, not expressions of interest.[endnoteRef:635] [635:  Confidential conversation, participant 55, December 2023.] 

Review participant
Our boss doesn’t advertise half of the opportunities available. I don’t know when they’re coming up. There are no check and balances.[endnoteRef:636] [636:  Confidential conversation, participant 66, February 2024.] 

Managers often occupy roles, including officer-in-charge positions, for short periods of time, which can contribute to this issue.
When you have a turnover of bosses in the seat, they don’t know who’s applying for things. You could put a secondment in [to a relieving officer-in-charge] and then the boss comes back and they don’t know you’ve put the secondment in.[endnoteRef:637] [637:  Focus group participant, July 2024. ] 

The Commission was told that, in some cases, relieving opportunities are used as a way to solve a workplace issue a manager might have, rather than to provide staff with development opportunities.
A lot of blokes promoted same time I was, they’ve done lots of relieving with a view to getting promoted. I didn’t bother to apply in the end. I applied at my level, they put another bloke in the spot. The inspector said you’re probably better for the position but he’s sick so need to put him somewhere.[endnoteRef:638] [638:  Confidential conversation, participant 39, November 2023.] 

Failing to have adequate processes and procedures in place to record how higher duties and relieving decisions are made puts new managers, and would-be applicants, at a clear disadvantage. Managers may be missing key information to make informed decisions – for example, about which officers have had acting opportunities in the past and which have been waiting for their opportunity.[endnoteRef:639] [639:  Focus group participant, July 2024.] 

A trusted and accountable relieving process that develops officers
Managers, particularly officers-in-charge who are in supervisory positions, are at the coalface of operational demands and are gatekeepers to development opportunities through relieving and higher duties. Improving relieving and higher duties decisions in QPS involves a balance of supporting some of their discretion with policies and procedures while not bogging them down in red tape.
During our Review, we identified that there is no current consistent way of recording or reporting on acting and relieving opportunities. Unless the data on relieving or higher duties is captured adequately, consistently and in a centralised way, QPS will be limited in its ability to assess whether or not the higher duties and relieving system is meeting its objectives of promoting workplace equality.
Some managers appear to be making decisions without all of the relevant information to hand, due to the lack of a consistent system for recording all officers who are eligible and interested in pursuing acting opportunities. They need reliable systems in place to support them to make consistent and justifiable decisions so that acting opportunities are available to all officers in QPS.
QPS should look for alignments that can be made with the development and performance system, which is designed for proactive and forward-thinking conversations about development opportunities. Using these conversations for officers to articulate their development needs to meet their career objectives would provide a written and transparent record of development goals that ensures accountability.
Systems improvements such as these are likely to improve the transparency of decisions, moving away from decisions based on nepotism and proximity and towards ensuring that opportunities are available to all.
[bookmark: C7d1][bookmark: C7d2]Remove rigidity from selection processes
While improvements have been made over the years to improve the transparency, fairness and oversight of formal selection processes in QPS, the Commission heard that structural barriers remain that may be discriminating against police from diverse backgrounds.


Narrative
Gabriel’s* story
*Not their real name
Gabriel is a long-serving First Nations officer who joined QPS because he wanted to make something of himself and give back to the community.
Whether to identify as First Nations in the workplace is something Gabriel has always thought about carefully. In some environments he has been open about his identity and in others he has not disclosed it.
In his first posting he encountered a work culture that didn’t align with his values.
I don’t drink; I don’t smoke. There was a big drinking culture back then and I didn’t like it. There was misogyny. I turned up to predatory drunk men. To be honest I didn’t sign up for that.
Gabriel chose not to identify as First Nations to the officers who demonstrated this behaviour. 
[The new first-year constables] were seen as the new breed and we stood out. The last thing I wanted to do was say I was Aboriginal – I felt like I didn’t need to add diversity to the mix.
Over the years Gabriel has experienced racist comments that are justified as ‘banter’. He said he doesn’t want to ‘whinge and complain about every little thing, sometimes they’re just seeing if I react, so it’s easier not to react’.
For Gabriel the system to get promoted is a barrier.
I have applied for higher ups but I can’t write a resume to save myself. I’ve applied for roles in First Nations areas up north but I apparently haven’t been able to sell my cultural diversity very well.
By making small changes to his own environment and the culture around him, Gabriel hopes to make a difference.
I find that as a manager I can use good management practices without dragging people into the discipline system. I want the people above me to be better. They have to be good people. But I was told during one of the interview processes that ‘nobody wants to hire you because you’re a good person’.
He feels that with his experience and what he has to offer, he could offer QPS so much more. He says what is keeping him in the job is the ‘golden handcuffs’.[endnoteRef:640] [640:  The term ‘golden handcuffs’ was used by a number of QPS officers to refer to the above-average employment conditions available to QPS officers.] 

If the golden handcuffs weren’t there I would leave and look for something else.


Selection processes could be adjusted to better assess skills and potential 
A commonly reported theme from the consultations was that the current selection processes do not adequately assess an applicant’s skills and potential.
Formal selection processes that require officers to submit a two-page response to selection criteria and attend formal interviews were described by some participants as ‘rigid’ and ‘overly proscriptive’, making it challenging for diverse applicants to succeed.
It’s not an interview, it’s an oral exam. They don’t care how you perform. You have to fill in a two pager and you have to answer the questions but nothing about your past performance has any merit.[endnoteRef:641] [641:  Confidential conversation, participant 61, January 2024.] 

Some First Nations participants identified that this form of assessment process can be particularly difficult.
The process is flawed – it is based on your ability to write and interview. As a First Nations person you don’t have the best educational background. You might need a little bit of support through the interview to make you feel at ease, but they don’t have [First Nations] people on the panel.[endnoteRef:642] [642:  Confidential conversation, participant 46, December 2023.] 

The Commission also heard that police from diverse backgrounds do not tend to have the same connections that experienced officers and leaders from the dominant group do, and they are having to navigate those processes on their own.
I feel like my strengths are my practical skills, but if you look at my history my grandfather didn’t go to school, mum didn’t and I was out at year 11. I’m practical – I’ve done things some sergeants haven’t done yet [but] I can’t put it in writing. I am petrified to submit it because I’ve never done a uni assignment – I’ve got no one in my family to ask, not something I’m used to.[endnoteRef:643] [643:  Focus group participant, August 2024. ] 

The Commission heard that having a panel member of the same cultural background as the candidate can have a positive impact on that applicant.[endnoteRef:644] Other areas that consultation participants identified as requiring adjustments were providing additional time, or prompting, during an interview.[endnoteRef:645] [644:  Focus group participant, August 2024. ]  [645:  Focus group participant, August 2024. ] 

Under Chapter 2 of the Public Sector Act 2022 (Qld) the Commissioner of Police has an obligation to ‘take actions to promote equity and diversity in employment and promote a culture of respect and inclusion’. A practical area in which this obligation may arise is in ensuring that QPS’s interpretation of the Police Service Administration Act 1990 (Qld), which in turn informs how it conducts its selection procedures, results in accessible and, if necessary, adjusted processes for police from diverse backgrounds.
The Commission notes that QPS’s policies and procedures relating to recruitment and selection have not been updated to consider and reference the new obligations in the Public Sector Act 2022.
The requirement that selections are made by fair and equitable procedures would permit reasonable adjustments being made for those with protected attributes, provided that they did not deviate from merit-based selection or unjustly discriminate.
Opening up pooled recruitment to the whole organisation
Currently, QPS’s ability to undertake ‘bulk promotion processes’ or establish ‘merit pools’ (also known as ‘pooled recruitment’) is limited, except at the Executive Officer level.[endnoteRef:646] [646:  Police Service Administration Act 1990 (Qld), s 5.2.] 

There are a number of benefits for QPS in being able to conduct promotion processes that appoint a number of officers to a particular rank, rather than to a position. For example, it would provide QPS with greater consistency in how it conducts its processes, given that it is possible at the Executive Officer ranks but not others.
During the consultation processes the Commission heard many examples where promotional processes run at the local level has favoured those in the ‘in-crowd’ (or commonly referred to as ‘jobs for mates’). It also advantages applicants with direct experience in the work area, particularly those who have been given an informal opportunity to act in the role. A pooled recruitment process, on the other hand, could result in fairer and more consistent outcomes for all officers but particularly police from diverse backgrounds.
The Commission also heard that QPS is constantly in a state of flux, with positions becoming available on a regular basis. It would be far more efficient and cost-effective for QPS to run promotional processes in this manner, rather than for every process under the Executive Leadership Team to be done at the ‘position’ level.
The perception of pooled recruitment processes by police from diverse backgrounds is that they can even the playing field and create space for their skills and competencies to be valued. 
I felt going through that system that you got the same opportunity as everyone else and I also feel that women and diverse people can have better negotiation, communication and empathy … we got to be on a level playing field through that process, we got to show our actual skills.[endnoteRef:647] [647:  Confidential conversation, participant 11, November 2023.] 

The Commission’s position is that allowing the appointment of officers to a rank, rather than just a position, across the whole of QPS may provide greater flexibility when conducting pooled recruitment, which in turn may improve consistency of decisions and improve the accessibility of the promotion system.
[bookmark: C7e]Selections and appointments
Selections and appointments of sworn officers in QPS are made on the basis of ‘merit’. ‘Merit’ is formally defined in the Police Service Administration Act 1990, which provides a list of what the merit of a police officer comprises.[endnoteRef:648] As discussed in this report, there are also myths and attitudes that have developed about ‘merit’ and what it should entail. These myths appear to influence selections and appointments in QPS. [648:  As set out in Police Service Administration Act 1990 (Qld), s 5.2(5) and 5.2(6).] 

[bookmark: C7e1]Shift to the best suited principle
There are two distinct legislative frameworks that apply to recruitment and promotion appointments in QPS:
the Police Service Administration Act 1990, which applies to sworn officers
the Public Sector Act 2022, which applies to staff employed as public servants.
The provisions that relate to recruitment and selection are different and inconsistent.
This results in different approaches to recruitment of sworn and unsworn staff. It therefore creates a lack of consistency and increases the administrative burden.
The table below sets out the principles that underpin the recruitment and selection appointments under the two legislative frameworks.
	Police Service Administration Act 1990
	Public Sector Act 2022

	5.2 Appointment to be on merit on impartial procedures
(2) A decision to appoint a person, other than an executive officer, as a police recruit or to a police officer position, or to appoint an executive officer to a police officer position or rank, must be made by fair and equitable procedures that
(a) include inviting applications and selection on the basis of the merit of applicants; and 
(b) prevent unjust discrimination, whether in favour of or against a person.
…
(5) For the purposes of this section merit of an officer comprises
(a) the integrity, diligence and good conduct of the officer; and 
(b) the potential of the officer to discharge the duties of the position or rank in question; and 
(c) the industry shown by the officer in performance of the duties of office in the course of the officer’s career; and 
(d) the physical and mental fitness of the officer to perform the duties of the position or rank in question.
(6) For the purpose of determining the potential of an officer to discharge the duties of a position or rank the following factors must be taken into account
(a) the performance of duties of office in the course of the officer’s career;
(b) the range of practical experience of the officer in the service or outside the service;
(c) the ability, aptitude, skill, knowledge and experience determined by the commissioner to be necessary for the proper performance of the duties of the position or rank in question;
(d) any relevant academic, professional or trade qualifications of the officer.
	44 Principles underpinning recruitment and selection
(1) The purpose of this section is to ensure the recruitment and selection of a high-performing, apolitical and representative public sector workforce.
(2) A person undertaking a recruitment and selection process in a public sector entity, including, for example, making a decision about employment of a public sector employee, must undertake the process in accordance with the principles mentioned in subsection (3). 
(3) The principles are – 
(a) recruitment and selection processes must be directed to the selection of the eligible person best suited to the position; and 
(b) recruitment and selection processes must be fair and transparent; and 
(c) recruitment and selection processes must reflect the obligations under chapter 2 relating to equity, diversity, respect and inclusion.
45 Employment on merit and for equity and diversity 
(1) A person selected for employment in or to a public sector entity must be the eligible applicant best suited to the position. 
(2) In deciding the eligible applicant best suited to a position, a person undertaking a recruitment and selection process in a public sector entity – 
(a) must consider each eligible applicant’s ability to perform the requirements of the position; and 
(b) may consider – 
(i) the way in which each eligible applicant carried out any previous employment; and 
(ii) the potential of each eligible applicant to make a future contribution to the entity; and 
(iii) the extent to which the proposed decision would contribute to fulfilment of the entity’s obligations under chapter 2, including, for example, the objectives, strategies and targets stated in the entity’s equity and diversity plan.



While a primary objective of the Public Sector Act 2022 has remained consistent over time – ‘to find the right person for the job’ – including after the Act was repealed and replaced in 2022, the way to achieve that has shifted from merit-based recruiting to recruiting the eligible person best suited for the position.[endnoteRef:649] [649:  Public Sector Act 2022 (Qld), ss 44 and 45.] 

The best suited approach was adopted as an advancement of the principle that appointments must be on merit alone.[endnoteRef:650] The rationale for the shift to ‘best suited’ was that merit-based appointment is best achieved by giving preference to the person who is best suited to the position and that merit remains a primary consideration while also allowing consideration of equity and diversity factors.[endnoteRef:651] [650:  As was enshrined in the repealed Public Service Act 2008 and as set out in Doc.025, Merit Selection Guideline, 22 April 2022, 5.]  [651:  Public Sector Bill 2022, Explanatory Note.] 

The Commission has been unable to identify any reason that QPS should need to deviate from the principles that govern the other aspects of the public sector. The Commission’s position is therefore that the Police Service Administration Act 1990 should align with the principles underpinning recruitment and selection in the Public Sector Act 2022.[endnoteRef:652] [652:  Public Sector Act 2022 (Qld), ss 44 and 45.] 



[bookmark: C7e2]Challenge ingrained ideas about the definition of merit in selections
We are such a culturally diverse state, but the head [and] all the senior police are white people… How is that possible? If given the opportunity, 
I would have risen through the ranks at a rapid rate on merit.[endnoteRef:653] [653:  Confidential conversation, participant 53, December 2023.] 

Review participant
While the current legislative definition of ‘merit’ may constrain QPS in promotion decisions, there is a sound argument that the Police Service Administration Act 1990 does not preclude consideration of equity and diversity in how appointment processes are conducted and decided.
We identified opportunities for QPS to redefine its core values, including by challenging and broadening its informal definition of ‘merit’ to include the skills, experience and potential of all its officers. Because the current interpretation of ‘merit’ within QPS emphasises treating demographic groups equally, this frame is antithetical to drawing attention to differences as part of selection – a fundamental issue that needs to be changed.[endnoteRef:654] [654:  LM Leslie, JE Bono, Y Kim and GR Beaver, ‘On Melting Pots and Salad Bowls: A Meta-analysis of the Effects of Identity-blind and Identity-conscious Diversity Ideologies’ (2020) 105(5) Journal of Applied Psychology 453–71 <doi.org/10.1037/apl0000446>.] 

A person’s attributes can be considered as part of suitability for a role
It is legitimate for an organisation to consider a person’s attributes when assessing their suitability for a role, as it is relevant to their contribution to organisational capability and culture. It further assists QPS to meet its objectives to promote workplace equality and reflect the community it serves.
While selection must be on the basis of merit,[endnoteRef:655] a broad application of merit could include consideration of an applicant’s gender, ethnicity and other characteristics. These characteristics may be particularly relevant to the applicant’s potential to discharge the duties of the position or rank in question, including their ability, knowledge and experience.[endnoteRef:656] [655:  Lewis v Commissioner of Queensland Police Service [2021] QSC 169.]  [656:  Police Service Administration Act 1990 (Qld), s 5.2.] 

In fact, the Commission heard there are already ways QPS is doing this – for example, by requiring officers working in First Nations communities to demonstrate cultural capability. Panel members for these positions are required to have a First Nations person on the panel.[endnoteRef:657] [657:  Focus group participant, August 2024. ] 

The Commission heard that in some areas the skills of people who speak languages other than English can be valued informally but not formally. This may contribute to ‘cultural load’ and a sense of frustration from that diverse officer, who may feel as though their skills are not formally valued by the organisation – for example, through formal selection processes.[endnoteRef:658] [658:  Confidential conversation, participant 111, February 2024.] 

There are officers within QPS who see value in the unique skill sets officers can bring to the role. However, because QPS does not as yet define skill sets like these in the selection criteria, police from diverse backgrounds are not rewarded for them on a consistent or formal basis. The Commission heard that some police from diverse backgrounds have been allocated to areas that enable them to utilise their foreign language skills, as well as their ability to build rapport with the community based on their cultural background and lived experience.
Because I [speak] Mandarin and Cantonese, [it is] good for [location redacted] and [location redacted] which have big Chinese communities. I think [it] is why I was allocated there.[endnoteRef:659] [659:  Confidential conversation, participant 64, February 2024.] 

A broader way of thinking about merit is identifying skills that benefit QPS’s strategic or operational objectives.
Correctly identifying diversity as a strength
A common perception within QPS is that considering diversity means lowering standards and undermining the merit principle.[endnoteRef:660] We also heard that QPS’s 50:50 gender equity recruitment strategy carried out in 2016 may have contributed to a common perception that women, and other police from diverse backgrounds, require a ‘leg up’ to be police officers.[endnoteRef:661] [660:  Confidential conversation, participant 95, March 2024.]  [661:  Confidential conversation, participant 95, March 2024; Confidential conversation, participant 106, April 2024; Site visit.] 

This framing portrays diverse skill sets as ‘deficits’ rather than strengths. We heard this could result in police from diverse backgrounds who are successfully promoted being labelled as a ’diversity hires’, with an assumption they are lacking in merit.
I worked really hard to get into police, I did exactly the same fitness as everyone, the same everything, but people just see me as a ‘diversity hire’. Even though I do exactly the same things as everyone else does.[endnoteRef:662] [662:  Confidential conversation, participant 22, November 2023.] 

Review participant
We heard that some female officers who were successfully promoted were directly told they only got the job because they were female or ‘slept their way to the top’.
If a female was to get promoted it’s because she was screwing the boss. A male can get a promotion on his own merit, but if it’s a female it’s because she was having sex with a male on the panel, or a male in a higher role helped her get that job.[endnoteRef:663] [663:  Confidential conversation, participant 138, May 2024. ] 

Review participant
The perception that police from diverse backgrounds have an advantage over the dominant group in QPS appears to be widely held among QPS employees. In the 2023 Working for Queensland survey, 69% of QPS respondents agreed with the statement ‘being a woman is not a barrier to success in my organisation’, whereas only 57% of QPS respondents agreed with the statement ‘being a man is not a barrier to success in my organisation’.[endnoteRef:664] [664:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (Report, 2023) 16.] 

This perception does not align with what the Commission heard during consultations or with the workforce composition data – which indicate police from diverse backgrounds are facing barriers to succeeding in the organisation. A common reference participants made during consultations was that women, culturally diverse and First Nations officers have had to work twice as hard to get the recognition of their colleagues.[endnoteRef:665] [665:  Confidential conversations, participants 47, 55, 59, 24, 18, 57, 22, 15, 53, 71.] 

The Commission heard that police from diverse backgrounds bring much-needed skill sets and strengths that make the job of policing easier.
I had a situation where we were in a very hostile environment and I tried to de-escalate a situation, using my language to build rapport. I was then accused back in the office why I needed to speak a language that wasn’t English. It was obvious I was perceived as not on police’s side. I was on the side of the offender. I felt really isolated after this.[endnoteRef:666] [666:  Confidential conversation, participant 24, November 2023.] 

Merit should not be seen as ‘zero sum’. Instead, the skills different groups bring to the role should be celebrated and encouraged.
We need to move beyond our thinking that diversity is just a label, First Nations, woman, gay, whatever. Diversity is, our backgrounds, our leadership styles, our personalities, our approaches, you know, that’s diversity as well.[endnoteRef:667] [667:  Confidential conversation, participant 38, November 2023.] 

Review participant


[bookmark: C7e3]Promote managers who have more than technical or operational skills
As outlined in Nishii and colleagues’ synthesis of the empirical literature, diversity practices aimed solely at reducing discrimination do not automatically lead to inclusion.[endnoteRef:668] The workgroup context plays a pivotal role, and managers have a powerful influence in driving diversity and inclusion outcomes on the ground. To foster inclusion, managers must be equipped with the capabilities, tools and motivation to create inclusive climates, enhance social connections and design work processes that encourage collaboration across boundaries.[endnoteRef:669] [668:  LH Nishii, J Khattab, M Shemla and RM Paluch, A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.]  [669:  LH Nishii, J Khattab, M Shemla and RM Paluch, A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

One consequence of the policing environment is that operational or technical skills are often the basis for promotion, rather than any of the other skills required to be a good leader. Leadership skills have been articulated in the Ambulance Victoria report as:
strong interpersonal and communication skills
the ability to build inclusive team cultures and relationships of trust
the ability to manage conflict constructively
the ability to invite feedback.[endnoteRef:670] [670:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Workplace Equality in Ambulance Victoria: Phase One, Volume 2 (Report, 2022) 668.] 

In recent years QPS has introduced a suite of programs that focus on developing and selecting people with the necessary skills for managerial and leadership roles. The Commission heard that, despite this shift, the system continues to reward those with technical and operational skills with promotional opportunities.
[There is still the perception that] good officers should be able to go into a scene and punch their way out.[endnoteRef:671] [671:  Confidential conversation, participant 124, May 2024.] 

Review participant
To become sergeant in that office – you would need a high arrest rate, [be someone] that agrees with the boss, good work performance.[endnoteRef:672] [672:  Confidential conversation, participant 81, February 2024.] 

We have heard through consultations that the current training for managers gives good grounding for managing conflict constructively but that, culturally, it is difficult to implement once back in the workplace because of a lack of support from superiors when difficult workplace issues arise.[endnoteRef:673] [673:  Focus group participant, August 2024.] 

We also heard that some officers who were promoted on their technical skills can struggle with the interpersonal demands of managing staff and some do not have a desire to upskill.
They get promoted in the service, are very good at their base level job. And then they get to a point where the job is no longer the work. It’s now management. And they have no idea. They struggle because it’s completely different … So I think the challenge for the service is that it’s very difficult to find leaders that are both very good administratively and very good operationally.[endnoteRef:674] [674:  Confidential conversation, participant 132, May 2024.] 

Promoting people to management and leadership roles who do not have strong management skills can lead to workplace issues, including discrimination, bullying, poor performance and the acceptance of poor behaviours.
When they’re being a leader in the specific circumstances, it’s great. The issues are when stuff isn’t happening, that’s when the HR issues start. They are good under pressure, will make quick decisions, able to be mission-focused as opposed to people-focused, which unfortunately is counterproductive later on where you need to be people focused first.[endnoteRef:675] [675:  Confidential conversation, participant 132, May 2024.] 

Promotion and career advancement opportunities should be distributed based on what a person contributes to the organisation and its culture, rather than because a person has ‘earned’ the right through tenure, experience and operational expertise.


These vital management skills are not being monitored or evaluated
As discussed in earlier in the report, monitoring and sustaining progress is one of the foundations of change. Without genuine accountability, workplace equality will remain a low priority across QPS.
To ensure these management skills are given appropriate attention, managers should be given performance indicators that measure their development over time. In particular, the potential to promote inclusion and synergy within a diverse workforce should be a focus of the selection process for managerial roles, backed by training on inclusive leadership and in creating value from a diverse workforce.[endnoteRef:676] [676:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 
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[bookmark: C8b]Why it matters
Offering flexibility and ensuring the workplace is inclusive are essential ingredients in creating workplace equality and are increasingly seen as expectations of a modern workplace. They signal that difference is not a barrier to successfully participating in the workplace and that those with differences are seen and valued.
Providing opportunities for flexibility and ensuring the workplace is inclusive will strengthen the entire service. They aim to ensure that everyone feels they have a place in QPS by encouraging them to be themselves and not expecting them to conform to a stereotype. They are also two important ways in which QPS can promote the health and wellbeing of all officers, who provide such an invaluable service to the community.
Throughout our consultations, the Commission heard that there are multiple systemic barriers to accessing flexible work within QPS. Flexible work is stigmatised, the full range of flexible options are not utilised, policy and practice are not aligned, and a lack of transparency leads to distrust. We also heard that a ‘boys’ club’ persists and that diverse officers are often excluded in the workplace, undermining workforce inclusion – the key to leveraging the benefits of a diverse workforce.[endnoteRef:677] [677:  A McLeod and V Herrington, ‘Valuing Different Shades of Blue: From Diversity to Inclusion and the Challenge of Harnessing Difference’ (2017) 6(3) International Journal of Emergency Services 177-87 <doi.org/10.1108/IJES-04-2017-0021>.] 

In this chapter
We will explore workplace flexibility, which includes various arrangements that allow employees to balance their work and personal lives more effectively. We will discuss how workforce planning needs to include diversity as a fundamental underpinning. We will also explore inclusive workplaces, where all employees experience trust, belonging and affinity.
This chapter contributes to the overall picture of what should be done to increase the retention of QPS members from diverse backgrounds.[endnoteRef:678] [678:  As required by the Review Scope, paragraph (e).] 

[bookmark: C8b1]Assume that the modern workforce expects flexibility
Recently, there has been a fundamental shift in the flexibility employees expect in their workplace. Particularly since the COVID-19 pandemic, it is assumed that employers will offer some flexibility in working arrangements,[endnoteRef:679] and the evidence reliably demonstrates the benefits for organisations in providing ways for employees to meet the demands of their non-work roles.[endnoteRef:680] [679:  Champions of Change, Shifting Expectations: Flexibility for Frontline, Shift and Site-based Roles (Report) 2 <championsofchangecoalition.org/resource/shifting-expectations-flexibility-for-frontline-shift-and-site-based-roles>.]  [680:  LH Nishii, J Khattab, M Shemla and RM Paluch, ‘A Multi-level Process Model for Understanding Diversity Practice Effectiveness’ (2018) 12(1) The Academy of Management Annals 37–82 <doi.org/10.5465/annals.2016.0044>.] 

Creating flexibility for frontline staff in service roles is not simple. Policing is a 24/7 job, 365 days a year. Regional and remote stations can present further challenges. However, QPS is not unique in having to implement different kinds of flexible work options for its officers. An estimated 70% of the Australian workforce are unable to work at home or remotely due to the frontline nature of their roles.[endnoteRef:681] Although there may be limited opportunities to offer flexibility in where police work, offering increased flexibility regarding when they work can maximise positive outcomes for both employees and the organisation.[endnoteRef:682] [681:  A Pennington and J Stanford, Working from Home: Opportunities and Risks, The Australia Institute – Centre for Future Work (Report, April 2020) 3.]  [682:  NV Shifrin and JS Michel, ‘Flexible Work Arrangements and Employee Health: A Meta-analytic Review’ (2022) 35(1) Work & Stress 60–85 <doi.org/10.1080/02678373.2021.1936287>.] 

If QPS is not able to adapt to these changing expectations, it will simply not be able to attract and retain enough police, with obvious ramifications for service delivery.
During consultations, we heard concerns about attrition rates increasing into the future, which may undermine the pursuit of flexibility within QPS.
You know over the next 12 to 18 months, maybe two years, you’ll start to see a real clamp down on things like flexible working arrangements … to keep the numbers on the front line. Now you can’t have that. If I start clamping down on things like flexible working arrangements, people just leave. Sometimes it’s shooting themselves in the foot a little bit.[endnoteRef:683] [683:  Confidential conversation, participant 86, February 2024.] 

The expectations of the modern workforce need to be taken into account, and flexibility should become business-as-usual.
[bookmark: C8b2]Embrace changing demographics
QPS wants to build a capable and sustainable workforce that is diverse and reflects the community it serves.[endnoteRef:684] It also recognises that attracting and retaining the right talent in a highly competitive labour market is a risk for the organisation.[endnoteRef:685] [684:  Queensland Police Service, Strategic Plan 2024–2028 (2024).]  [685:  Queensland Police Service, Strategic Workforce Plan 2023–2027 (2020).] 

Police service workforces are diversifying across the globe.[endnoteRef:686] The QPS workforce demographics have already changed significantly in the last 30 years. If the recommendations of this report are implemented, they will continue to change, and the diversity of Queensland police officers will increase. To retain diverse officers and maximise their contribution, QPS will need to adapt its work systems and environment to meet a broader set of needs and expectations. [686:  T Miles-Johnson and S Fay, ‘“Being Diverse and Being Included, Don’t Go Together in Policing” – Diversity, Inclusion, and Australian Constables’ (2022) 12(4) Societies 100 <doi.org/10.3390/soc12040100>.] 

There’s no reason why we can’t have more women in those roles, but in a flexible sense, and the problem that they’ve got a lot of the time is staffing … the staffing models can’t support flexible working agreements. That’s it. Your diversity drops because they can’t have the flexibility that they need in order to run their life normally. And I think that’s a problem.[endnoteRef:687] [687:  Confidential conversation, participant 86, February 2024.] 

Flexibility assists employees to meet the demands of both their work and their personal lives and provides employees with greater control over their work-life balance.[endnoteRef:688] We heard that flexibility is a key factor in whether people stay in QPS, especially – but not only – for diverse officers. [688:  NV Shifrin and JS Michel, ‘Flexible Work Arrangements and Employee Health: A Meta-analytic Review’ (2022) 36(1) Work & Stress 60–85 <doi.org/10.1080/02678373.2021.1936287>.] 

Why would I go to the police service and have to juggle so many balls in the air and try and keep it together at work? … When I can go and work somewhere else, get an extra day off a week or work from home … These are real issues that we probably need to address in order to keep women and others in the service.[endnoteRef:689] [689:  Confidential conversation, participant 86, February 2024.] 

Review participant


Narrative
Laura’s* story
*Not their real name
Laura is a Senior Constable working at a station in a metropolitan area. She was motivated to join QPS to make people’s lives better. Laura always wanted to progress to a specialist area of QPS.
Once she became a Senior Constable, she applied for advertised roles but was always unsuccessful. She requested feedback from an officer-in-charge, who told her that the officer-in-charge of the relevant unit would not take her on because Laura was of child-bearing age.
Laura had her first child and on returning from maternity leave continued to apply for positions. When she spoke to her officer-in-charge about how she might progress to the specialist area she was interested in, 
they said,
I don’t believe in part-time at QPS.
After this, Laura transferred to another area and worked for a different officer-in-charge. She said this officer-in-charge did eventually approve her part-time arrangement but made her feel like it was an inconvenience.
Laura said that balancing her caring responsibilities with a career at QPS has been very challenging. When she takes leave to care for her child, her supervisor makes her feel as though she is letting the unit down.
I don’t know how I could encourage a woman to become a police officer. I’d be like ‘just stick it out in general duties, do your minimum three years, and that whole time try to build up experience to apply elsewhere because you can’t stay in general duties if you want to do part-time or pick up kids’.
Laura said she has been able to bounce back from these experiences because of her resilience. She told us,
I believe I’m super, super resilient. I have amazing family support.


[bookmark: C8b3]Shift the norms that have been shaped by the dominant culture
There are barriers to accessing flexible work embedded within the culture of policing
For a long time, police services including QPS were heavily dominated by a reasonably homogenous group of men.[endnoteRef:690] Most officers were not primary caregivers. This meant that in many QPS workplaces there were expectations of long hours and officers always being available.[endnoteRef:691] The systems put in place, including rostering and allocation of personnel, catered to full-time workers with similar needs. [690:  T Miles-Johnson and S Fay, ‘“Being Diverse and Being Included, Don’t Go Together in Policing” – Diversity, Inclusion, and Australian Constables’ (2022) 12(4) Societies 100 <doi.org/10.3390/soc12040100>.]  [691:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 40.] 

We heard during consultations that some people who work flexibly are not seen as team players.
There is an industrial entitlement to have flexible workplace agreements. But it then becomes a negative thing because you’re letting the side down. Because women have babies that results in a negative approach that we have. That is culturally an issue for us.[endnoteRef:692] [692:  Confidential conversation, participant 34, November 2023.] 

However, over the last 30 years, many diverse officers who may have significant responsibilities outside work have joined QPS. In addition, across our society, many men are taking on significant caring roles within families.[endnoteRef:693] [693:  See ‘Gender Equality and Caring’, Australian Government Workplace Gender Equality Agency (Web Page) 
<www.wgea.gov.au/gender-equality-and-caring>.] 

Despite these changes, the masculine aspects of police culture persist, including the prevalence of masculine routines.[endnoteRef:694] Indeed, we heard that there remains an image of the ‘ideal’ police officer as being male and full-time and that being available for overtime is highly valued. [694:  P Brough, S Chataway and A Biggs, ‘“You Don’t Want People Knowing You’re a Copper!” A Contemporary Assessment of Police Organisational Culture’ (2016) 18(1) International Journal of Police Science & Management 28-36 <doi:10.1177/1461355716638361>.] 

So another woman was a Senior Constable applying for a Sergeant position. [He] was overheard just saying to a number of blokes that there was no way she was going to get the position because she would just end up pregnant with kids.[endnoteRef:695] [695:  Confidential conversation, participant 78, February 2024.] 

These norms mean that, despite internal policies allowing flexible work, there remain significant barriers for officers in accessing those options. To make matters worse, when flexible work options are accessed, individuals may not realise the intended benefits because of the stigma.
Unless QPS addresses these barriers grounded in the organisational culture, policy changes will be ineffective. Expecting new employees to conform to historically masculine values and norms set by the dominant culture will continue to reinforce discrimination and exclusion.[endnoteRef:696] [696:  LM Shore, JN Cleveland and D Sanchez, ‘Inclusive Workplaces: A Review and Model’ (2018) 28(2) Human Resource Management Review 176–89 <doi.org/10.1016/j.hrmr.2017.07.003>.] 

The physical environment should not make life harder for diverse police
Reflecting QPS’s historical workforce demographics and culture, in many cases physical workplaces have been tailored to suit the dominant group.
During site visits, the Commission observed that some QPS stations did not appear to be gender inclusive in their design. Some women told the Commission that there remain stations and other workplaces without adequate sanitary facilities for women.[endnoteRef:697] [697:  Confidential conversation, participant 56, December 2023.] 

The QPS pregnancy policy outlines work health and safety obligations around firearms and personal protective equipment. However, we heard that it is not widely known, so pregnant and breastfeeding women are often given no options that meet their needs.[endnoteRef:698] [698:  Confidential conversation, participant 81, February 2024.] 

We also heard that facilities for culturally diverse officers such as prayer rooms are not commonplace in QPS. It therefore falls to individuals to drive initiatives, often at a station level, and supportive leadership to agree to them.[endnoteRef:699]
 [699:  Site visit.] 

Re-thinking flexible work
While flexibility can be particularly important for diverse officers, all officers are likely to have competing priorities and needs outside work at some point during their careers.
These other priorities can include health, disability, children, study, preparing for retirement, or caring for aged parents. Embracing this reality can help to shift flexibility from being a ‘women’s issue’ – where flexible work is only discussed in the context of being a primary carer for small children – to being a whole of workforce requirement.
There are benefits for the organisation and individuals when flexible work is implemented well. Access to flexible working is linked to:
improved organisational productivity
an enhanced ability to attract and retain employees
improved employee wellbeing
an increased proportion of women in leadership
future-proofing the workplace.[endnoteRef:700] [700:  Workplace Gender Equality Agency, Flexible Working is Good for Business: The Business Case (February 2019) 2, <www.wgea.gov.au/sites/default/files/documents/Business%20Case%20Feburary%202019%20Final.pdf>.] 

QPS’s own flexible work policy outlines that the benefits include improved morale, increased productivity and reduced absenteeism.
QPS has statutory obligations to provide flexible work in certain circumstances. The Industrial Relations Act 2016 (Qld) provides that an employee can request flexible work, including hours, place of work and way of working, and the employer must grant or refuse the request only on reasonable grounds.[endnoteRef:701] [701:  Industrial Relations Act 2016 (Qld), ss 27-29.] 

Under the Anti-Discrimination Act 1991 (Qld), it is unlawful to discriminate against an employee on the basis of protected attributes, several of which may relate to requests for flexible work – for example, age, disability, parent or carer status, pregnancy or sex.[endnoteRef:702] [702:  Anti-Discrimination Act 1991 (Qld), s 8.] 

The Fair Work Ombudsman has commented that, increasingly, best practice employers are going beyond their minimum legal obligations to allow all employees access to flexible working arrangements.[endnoteRef:703] [703:  See flexible work training module at ‘Workplace Flexibility’, Fair Work Ombudsman (Web Page) <www.fairwork.gov.au/tools-and-resources/online-learning-centre/workplace-flexibility>.] 

Adapt workplace flexibility to suit the operational environment
There is a broad range of flexible work options
The Fair Work Commission has also observed that, while not all types of flexibility are ideal for every role, greater flexibility is nearly always achievable.[endnoteRef:704] [704:  Champions of Change, Shifting Expectations: Flexibility for Frontline, Shift and Site-based Roles (Report) 7 <championsofchangecoalition.org/resource/shifting-expectations-flexibility-for-frontline-shift-and-site-based-roles>.] 

There are many ways to incorporate flexibility, such as staggered start and finish times, compressed working weeks, time-in-lieu, telecommuting, part-time hours, job sharing, split shifts, shift-swapping, multiskilling, purchased leave, extended leave and self-rostering or team-based rostering. Some of these may be more suited to the various environments within QPS.
In general duties, which is predominantly the biggest workforce, flexible work is challenging because I have a 24/7 churn, seven days per week. That’s the challenge … People that are sitting in police headquarters, and intelligence office, or people who are prosecutors or CIB don’t have that same demand.[endnoteRef:705] [705:  Confidential conversation, participant 91, March 2024.] 

Flexible working can be formal or informal. Informal arrangements are those that happen as a once-off, while formal arrangements are re-occurring.
We found that a lack of data makes it difficult to gauge the uptake of informal flexible work in QPS. However, anecdotally we heard that some informal flexible work is occurring and should be encouraged. In the remainder of the discussion in this chapter, we focus on formal arrangements.
The Commission was not able to obtain data about the uptake of flexible work by QPS members in areas other than part-time hours. There are no internal guidelines on flexibility other than part-time work, and in consultations we did not hear that other forms of flexibility are common. Given this, it appears that the practice is not widespread and does not form part of QPS’s current strategic approach to human resource management. 
High operational demand is a reason to use flexibility, rather than avoid it
During site visits, high operational demand was often cited as a reason that flexible work is not feasible.
We have a very big tension in that it is really hard to have flexible workplace arrangements in an operational environment … There are many places where a big organisation can be flexible … We just can’t shut down stations, we just can’t stop delivering our service.[endnoteRef:706] [706:  Confidential conversation, participant 34, November 2023.] 

We often heard from managers[endnoteRef:707] and others that ‘flexible work’ was not feasible in an operational policing environment.[endnoteRef:708] However, managers typically associated flexible work with part-time hours, rather than other forms of flexibility. [707:  Any member of QPS with managerial or supervisory responsibilities who is not a member of the Executive Leadership Team.]  [708:  Confidential conversations, participants 70, 109, 113, 122, 138; and site visits.] 

The QPS flexible working arrangements policy recognises lower levels of stress as one of its benefits. The Commission of Inquiry found that burnout or poor wellbeing is an issue in high operational demand environments. Expanding the types of flexibility available could help relieve some of the pressure those environments place on frontline officers.
These operational pressures are also a significant incentive for QPS to support diversity and inclusion initiatives, which may assist in retaining staff who might otherwise leave. Retaining current staff helps to address workforce shortages.
A trial-and-evaluate approach will encourage innovation
The Commission suggests that QPS adopt a trial-and-evaluate approach to broadening the flexibility options available to officers. There is no ‘standard’ operational environment in QPS, and a ‘one-size-fits-all’ approach will not work. Testing different types of flexibility will allow QPS to see what works and does not work in different operational environments. Best practice guidelines from the Fair Work Ombudsman indicate that trialling a flexible work arrangement for three to six months is a valid way to see what does or does not work for the employee and employer.[endnoteRef:709] [709:  See ‘Flexible Working Arrangements’, Fair Work Ombudsman (Web Page) <www.fairwork.gov.au/tools-and-resources/best-practice-guides/flexible-working-arrangements>.] 

Other policing agencies have implemented all-roles flex policies in recent years.[endnoteRef:710] These are a source of rich information about what has worked and what has not, from an implementation point of view. QPS should look to engage with counterparts in other states to learn from their experiences. [710:  Equal Opportunity Commission, Change in Perceptions, Experiences and Practices that Support Gender Equality and Cultural Change in SAPOL (Report, 2020) 105.] 

Likewise, other 24/7 industries and sectors have been grappling with flexibility and provide a useful starting point for QPS to consider.[endnoteRef:711] [711:  Champions of Change, Shifting Expectations: Flexibility for Frontline, Shift and Site-based Roles (Report) 7 <championsofchangecoalition.org/resource/shifting-expectations-flexibility-for-frontline-shift-and-site-based-roles>.] 

Involve managers in decisions about how flexible work can be implemented
During consultations, we heard about the chasm between general duties officers and the senior leadership.[endnoteRef:712] To ensure this is not another strategy that falls flat during implementation, the expertise and experience of officers-in-charge should be harnessed when coming up with options or strategies that could be trialled. [712:  Confidential conversations, participants 99, 109, 113, 117, 120, 122; Site visits.] 

Flexibility may look very different in regional, remote or smaller stations
There are genuine challenges with flexibility in smaller and more remote stations because of smaller numbers of staff available to meet 24/7 community needs. 
However, there is also an extremely experienced group of people who have worked in those stations over many years, and they should be heavily involved in the problem-solving about how QPS can offer flexibility to officers in those stations.
Industrial instruments are not creating fertile ground for flexible work
Police officers are covered by the Queensland Police Service Employees Award 2016 and the Queensland Police Service Certified Agreement 2022. 
The award does not contemplate anything other than part-time hours.[endnoteRef:713] The certified agreement mentions some flexibility other than part-time hours but not in detail or in a way that makes options clear.[endnoteRef:714] The sections of the agreement that deal with rostering are very detailed but do not have flexibility as a key priority.[endnoteRef:715] [713:  Queensland Police Service Employees Award – State 2016, clause 8.]  [714:  Queensland Police Service Certified Agreement 2022, clause 88.]  [715:  See particularly clause 25.] 

With negotiations for the new certified agreement occurring soon, this is an opportunity for QPS to embed flexibility in its organisational fibre.
[bookmark: C8c2]Part-time hours should be available to more people who want them
For QPS members, part-time hours are the exception rather than the rule.
While we recommend a broadening of flexible work in the section above, this section focuses on part-time hours as one option within the suite of flexible work possibilities.
While there is nothing official to prohibit police leaders from having worked part-time or taking a career break on their rise through the ranks, unofficial narratives suggest the cultural markers of the ‘ideal’ police leader – credibility, commitment and competency – are best achieved through the possession of a ‘full-time and uninterrupted’ career status.[endnoteRef:716] [716:  P Ramshaw, M Silvestri and M Simpson (eds), Police Leadership: Changing Landscapes, In Search of Diversity: An Embodied Account of Police Leadership (2006) 114.] 

There were snide, underhanded, and then obvious comments about it in a way that made me feel that I certainly was not a valued member of the team in wanting to work [flexibly].[endnoteRef:717] [717:  Confidential conversation, participant 41, November 2023.] 

Review participant
We heard in our consultations that some officers have not accessed part-time work because they have not wanted to stymie their careers.
I had another baby, and then came back to work full time. I never went part time because I had this perception that it would inhibit my career. So I worked pretty hard to not access part time and we just managed it with my husband’s shift work and family and childcare.[endnoteRef:718] [718:  Confidential conversation, participant 80, February 2024.] 

QPS is required to provide an annual equity and diversity audit report to the Office of the Special Commissioner, Equity and Diversity.[endnoteRef:719] In the September 2022 report, QPS indicated that female officers are far more likely to be on part-time arrangements than their male counterparts.[endnoteRef:720] [719:  Public Sector Act 2022 (Qld), s 29.]  [720:  Queensland Police Service, Equity and Diversity Audit Report (Report, April 2023) 13.] 

As at 31 January 2024, the figures for uptake of part-time hours were:
4.1% of all police officers (492 of 12,117)
12.5% of all female officers (426 of 3,409)
0.8% of all male officers (66 of 8,708).
In the previous decade, the percentage of part-time male officers had never been higher than 0.9%, while the percentage of women part-time officers was highest in 2014 at 15.5%.
In those ten years, no commissioned officer has been part-time.
While the situation remains one of relatively low uptake, particularly by men, and no uptake by commissioned officers, stigma will continue to attach to those who utilise the policies.
It’s easier for me to apply [for] part time or flexible working arrangements as a woman than it is [for him] … He suggested at one point to one of his bosses that he might ask for flexible working arrangements … my God the commentary and the looks … that’s woman’s work – what makes you think we would approve that?[endnoteRef:721] [721:  Confidential conversation, participant 51, December 2023.] 

Review participant
The next section looks at what other jurisdictions have achieved in this area.
Uptake of part-time hours is low compared with other police services
There are two other police services that have undergone reviews like this one and then had follow-up evaluation, so we are able to see the progress made after implementation of changes in this area.
Victoria Police
In Victoria Police, between 2015, when the first external review took place,[endnoteRef:722] and 2019, when the final review took place,[endnoteRef:723] the number of women utilising flex work increased from 27% to 38% and the number of men from 8% to 17%. The key areas of change after 2015 had been: [722:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour in Victoria Police (Report, 2015). ]  [723:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour in Victoria Police (Report, 2019).] 

revision of workplace flexibility policy, including committing to ‘all roles flex’
guidance to help managers determine flex work requests
central recording of certain types of flex work
analysis of gaps in flex work data and planning to address those gaps.[endnoteRef:724] [724:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Sex Discrimination and Sexual Harassment, Including Predatory Behaviour in Victoria Police (Report, 2019) 170.] 

South Australia Police 
The Equal Opportunity Commission conducted a similar review into South Australia Police in 2015, with follow-up monitoring in 2020.
South Australia Police have an ‘If Not, Why Not’ approach to flexible work. This is a ‘principles-based approach’. It is designed to avoid universal acceptance of flexible work requests but to ensure that operational effectiveness is the only grounds for refusal of a request.[endnoteRef:725] [725:  Equal Opportunity Commission, Change in Perceptions, Experiences and Practices that Support Gender Equality and Cultural Change in SAPOL (Report, 2020) 105.] 

The 2020 South Australia Police report found that part-time work significantly increased for men – from 1% to 6% between 2015 and 2019. The main areas of change had been in policy, to cease the requirement for a reason for the flexible work arrangement, and putting in place checks and balances for non-approvals.
The 2020 report also found that flex work had still not been taken up at senior levels, stigma remained around flex work arrangements, and operational and resource constraints continue to pose difficulties.
The South Australia Police report noted that policies are unlikely to be effective without a strategy to challenge negative assumptions and attitudes about flexible work.[endnoteRef:726] [726:  Equal Opportunity Commission, Change in Perceptions, Experiences and Practices that Support Gender Equality and Cultural Change in SAPOL (Report, 2020) 16.] 

[bookmark: C8c3]Normalise flexible work
The Workplace Gender Equality Agency is a federal government agency created by legislation to promote and improve gender equality in Australian workplaces.[endnoteRef:727] It collects workforce data from employers and works with them to improve gender equality. [727:  Established by the Workplace Gender Equality Act 2012 (Cth).] 

Having developed a sophisticated understanding of flexible work, the Workplace Gender Equality Agency suggests that, rather than viewing flexibility as an individual issue between an employee and manager, organisations should take a strategic approach to implementing flexibility.
This facilitates a shift to flexible work being an organisational issue that requires a holistic, integrated approach and is not dependent on any individual decision-maker. This also elevates flexibility beyond mere compliance and embeds it within the culture of the organisation.[endnoteRef:728] Through this approach, flexible working can become normalised rather than continuing to be an exception. [728:  Workplace Gender Equality Agency, Executive Briefing on Workplace Flexibility: A Strategic Approach to Flexibility (March 2019) 2 <www.wgea.gov.au/tools/Executive-briefing-flex-toolkit>.] 

Within QPS, current internal policy and guidelines allow for anyone up to the rank of Chief Superintendent to request a flexible work arrangement for any reason. This is a good step towards normalising flexible work. However, more needs to be done to embed flexibility across the organisation.
Narrative
Juliette’s* story
*Not their real name
Juliette is a Senior Constable with a decade of experience in QPS.
She is a single mother without extended family support and has had to fight for her flexible work arrangement and to be treated fairly on it.
While a few officers-in-charge support flexible work arrangements, some do not. This extends further, with some shift supervisors and district duty officers not supporting them either. Juliette regularly has her flexible work arrangement contested, with her superiors demanding that she work overtime at the end of a shift, despite needing to collect her child from daycare.
In her view, this is because,
Middle-aged men have never experienced the complexities of juggling work and raising a child with minimum or no support. There is an expectation that QPS officers devote themselves completely to the QPS which is an outdated concept.
Recently her officer-in-charge made it his mission to ‘fix the flexible work problem’ by bullying out anyone who was on a flexible work arrangement. This created a toxic work environment which allowed officers on flexible work arrangements to be disrespected by unsupportive male colleagues. Several people on flexible work arrangements left QPS as a result.
Juliette said that, while legislation supports flexible work arrangements, there are many loopholes that allow bosses to disadvantage those who use them. Juliette told us that bosses make all decisions regarding the officers within their control, including shift times, shift roles and shift partners. They also approve or deny development opportunities, including courses and relieving.
Juliette found herself constantly rostered differently from her male peers, despite being a qualified and experienced first responder. Juliette believes this is punishment for her flexible work arrangement and a push to make her quit.
Despite applying more than 10 times for relieving opportunities, Juliette has had no success. Juliette raised the issue with human resources, which made the situation worse. Her boss was spoken to without Juliette’s knowledge or consent.
As a result, Juliette has resorted to applying for internal administrative positions and external government positions.


Stigma remains an issue for flexible workers
We identified significant data limitations that mean we could not obtain a detailed picture of which areas of QPS have a greater or lesser uptake of flexible work than others. We explore those data issues later in this chapter. Given those gaps in knowledge, we have used the 2023 Working for Queensland results to gain some understanding of the current flexible work situation in QPS.[endnoteRef:729] [729:  Queensland Government, Working for Queensland Survey 2023 – Highlights Report – Queensland Police Service (Report, 2023).] 

That survey found that 17% of the workforce have not requested a flexible work arrangement and would like to adjust current arrangements. Of those, the most common reasons for not requesting a change were:
flexible working is frowned upon in the workplace (40%)
concern it would negatively impact the team (29%)
feeling it would limit career progression (28%).
These results indicate that stigma remains a significant barrier to flexibility in QPS. We heard the same message through our consultations.
I remember when I went in to negotiate a part time work agreement … his words to me when he didn’t like what I was asking for were [that I had to decide between family and work].[endnoteRef:730] [730:  Confidential conversation, participant 51, December 2023.] 

Embedding flexibility in the thinking at all levels of the organisation is necessary
As we discuss earlier in this report, the senior leadership has a large role to play in making the workplace more inclusive, particularly through making their support visible, making strategic and policy decisions that promote diversity, and monitoring the efficacy of those decisions.
Flexible work is an area in which the senior leadership can communicate and model modern practices. Success stories where flexible work is being implemented well should be shared as part of the ongoing communication envisaged by the recommendations of this report.
Leadership also plays a key role in making long-term decisions such as what the next rostering system looks like. It is vital that flexibility is part of the thinking when these future decisions are made.
Managers need to be able to promote flexible work
Internal governance documents approved for application within QPS provide that officers-in-charge are expected to foster an inclusive workplace where health, safety and wellbeing are promoted and prioritised.[endnoteRef:731] This expectation is amongst many other priorities that the average officer-in-charge is trying to manage. [731:  Queensland Police Service, Operational Procedures Manual (2024) clause 1.4.5 <www.police.qld.gov.au/qps-corporate-documents/operational-policies/operational-procedures-manual>.] 

We heard through consultations that some managers, while experienced in operational policing, can find the application of flexible work and other human resources components of their role challenging. We also heard that some managers do not have sufficient skills or experience to perform well in this aspect of their roles.
So the sort of HR sort of side of things, like the interpersonal … it’s not necessarily valued in the same way.[endnoteRef:732] [732:  Confidential conversation, participant 66, February 2024.] 

To enable those managers to promote flexible work, they must be upskilled and then expected to ensure flexible work requests are considered appropriately. Based on our research, we observe that the attitude toward the discussions needs to be about ‘how can we make this work?’ rather than starting from a deficit approach.
Promisingly, we heard through consultations that some managers are already taking this approach.
So I think he changed my perspective on this, bosses out there that are willing to work with people with other children, with females, you know, just started flipping it.[endnoteRef:733] [733:  Confidential conversation, participant 19, November 2023.] 

We also heard that some QPS environments are more receptive to flexible work.
CPU, child protection is more inclined to be more family friendly and accepting of part time and flexible workplace agreements, etc.[endnoteRef:734] [734:  Confidential conversation, participant 81, February 2024.] 



Upskilling of managers is required
The Champions of Change Coalition is an Australian-based member organisation for achieving gender equality, where men in positions of power and influence across sectors step up together to drive change. It has produced a research report that outlines the importance of:
investing in additional and different training for managers, focusing on skills development and mindset shifts
making the ability to lead a cohesive and inclusive flexible team a core leadership capability, with incentives tied to performance
innovation, job redesign and team-based approaches
celebration of leaders who implement innovative team-based solutions.[endnoteRef:735] [735:  Champions of Change, Shifting Expectations: Flexibility for Frontline, Shift and Site-based Roles (Report) 12 <championsofchangecoalition.org/resource/shifting-expectations-flexibility-for-frontline-shift-and-site-based-roles>.] 

To advance this approach, we observe that it will be important for QPS to ensure managers are provided with learning and development opportunities to understanding different types of flexibility and how to utilise the checklist in the flexible work policy to decide flexible work requests. They will also need support to feel confident with how to best manage flexible teams, including an understanding of identifying and applying team-based solutions.
As outlined in our chapter on developing and valuing a diverse workplace, managers should have performance indicators to measure their progress in developing those skills.
[bookmark: C8c4]Make flexible work transparent and consistent
We have heard in consultations that flexible work is not consistently available across QPS, with some police able to access flexibility and others not. Some teams in similar operating environments are making flexible arrangements work, while others do not have any arrangements in place at all because the officer-in-charge says they are not workable.[endnoteRef:736] [736:  Site visits.] 

It 100% depends on who your manager is … It is a lottery depending on who you’re working for at the time.[endnoteRef:737] [737:  Confidential conversation, participant 51, December 2023.] 

Review participant
Under the current system, this lack of consistency means flexible work arrangements can be perceived as unfair.[endnoteRef:738] We observed that this can translate into resentment and mistrust among colleagues. For example, we heard that you have to do the same for everyone or people will get hurt and/or display resistance.[endnoteRef:739] We also heard that there are discussions about whose need for flexible work is genuine and whose is not.[endnoteRef:740] Better transparency and consistency of decision-making across the organisation will ameliorate those risks and make the benefits of flexible work more apparent. [738:  Site visit.]  [739:  Site visit.]  [740:  Site visit.] 

Governance structures are inadequate and are not taking a strategic role
The QPS Flexible Work Committee is a form of governance structure. According to the QPS guideline on flexible hours, it meets monthly and is chaired by the Assistant Commissioner of People Capability Command.
We were keen to identify how the Flexible Work Committee was operating. To get a better understanding, through our information requests, we obtained and reviewed minutes from that committee for the past two years.
We observed that the Flexible Work Committee does not appear to take a strategic view of flexible work. It appears to be more reactive in nature, particularly focusing on reviews of decisions about flexible work requests as required by the relevant guideline. The Commission’s position is that this governance structure should be reviewed to ensure it can expand its focus to all forms of flexible work and is responsible for a broader range of strategic and forward-focused decisions.


Policy and guidelines do not give enough guidance
The QPS flexible work policy and guideline make it difficult for managers across the organisation to make consistent decisions. We heard that this unclear, long and very broad policy document adds to the inconsistent decisions that are being made about flexible work.[endnoteRef:741] We also heard that it does not help managers who are trying to improve flexibility, as decisions can be challenged. [741:  Site visit.] 

There would be benefit in updating the flexible working arrangements policy, including to clarify that applications can only be refused based on ‘reasonable business grounds’. The policy should detail the considerations that apply to decisions about flexible work and ensure that managers have a checklist to complete, to assist with decision-making and to document how decisions are made.
Current data about flexible work is inadequate to inform strategic decisions
We wanted to see what data about flexible work was currently available, to understand whether QPS has a complete picture about flexible work in its ranks. We requested data in relation to the prevalence and types of flexible working arrangements.
Information received in response to our request included data about how many police had formal arrangements to work part-time hours. However, data about other forms of flexible work was not readily available. We understand that there is no current way of capturing, recording and reporting on all forms of flexible work that have been requested, approved or not approved within the sworn workforce.
In addition to this, the data about part-time hours is not available in granular detail, so we were not able to see, for example, which stations had high levels of part-time arrangements and which did not.
Without this data, QPS does not have an organisation-wide understanding of what arrangements are in place. This distorts the picture of what flexible work looks like within QPS and limits its capacity to set minimum benchmarks and stretch goals for future uptake of flexible work.
It is also important for the workforce to receive information about what is happening in other parts of the organisation to increase transparency. Data and success stories about flexibility should be shared broadly through regular communications to the whole staff body.
[bookmark: C8d]Making workforce planning more sophisticated
Earlier in this chapter we discussed the changing workforce expectations and demographics that QPS is already seeing. To be able to adapt to and successfully leverage these changes and not merely react to them, QPS needs to think strategically about its workforce and what it will look like in the future.
During our consultations we have heard that the QPS approach to diversity and inclusion needs is often tokenistic.[endnoteRef:742] We have also heard that there is a lack of planning around these workforce issues. [742:  Confidential conversations, participants 17, 18, 34, 45, 46, 59, 66, 67, 97, 103, 106, 108, 110, 114, 120, 122; and site visit.] 

But I would say there’s an astounding lack of planning [in] this organisation, for an organisation that wanted to increase women … Why are we spending hundreds of thousands of dollars training them, but as soon as they go and have a child, we can’t be bothered to give them flexible work or get them back being productive in the workplace? I just really felt like there was no thought put into it.[endnoteRef:743] [743:  Confidential conversation, participant 92, March 2024.] 

Review participant
The Australia New Zealand Policing Advisory Agency advises on current and emerging policing priorities and has membership from Australian and New Zealand policing jurisdictions. Its Police Workforce Compendium highlights that workforce planning is a complicated task with many variables. It establishes common workforce planning principles for policing and includes four core principles:
representation – promoting a workforce that reflects the community police serve
service – adopting strategies that make the best use and deployment of people
leadership – developing leadership capabilities at all levels
flexibility – promoting flexibility in people policies.[endnoteRef:744] [744:  Australia New Zealand Policing Agency, Police Workforce Compendium (Report, 2019) 7 <www.anzpaa.org.au/resources/publications/australia-new-zealand-workforce-planning-principles>.] 

It also includes material on the future workforce, recognising trends in the broader socio-economic environment that impact the development of the policing workforce – demographic changes, community attitudes, economic conditions, technological advances and changing work preferences.[endnoteRef:745] [745:  Australia New Zealand Policing Agency, Police Workforce Compendium (Report, 2019) 44 <www.anzpaa.org.au/resources/publications/australia-new-zealand-workforce-planning-principles>.] 

A 2023 Queensland Audit Office report indicates that QPS has a demand model that is not fed by all relevant data. Payroll and rostering systems do feed into the demand model, but the finance system, which includes leave and overtime, do not feed into the model.[endnoteRef:746] [746:  Queensland Audit Office, Deploying Police Resources (Report, 2023) 9 <www.qao.qld.gov.au/reports-resources/reports-parliament/deploying-police-resources>.] 

These reports highlight areas where QPS could become more sophisticated in its approach to workforce planning.
[bookmark: C8d1]Workforce planning should take the modern workforce into account
Changing demographics within QPS must be taken into account in workforce planning. This includes flexible working needs, but it also means catering for the fact that, at some point during a long policing career, officers may need to take extended periods of leave for caring, health or other reasons.
The Victorian Equal Opportunity and Human Rights Commission’s review into Ambulance Victoria considered that it was important to design rosters and work arrangements around the current and future workforce rather than the historical workforce that did not have a need for different work arrangements.[endnoteRef:747] [747:  Victorian Equal Opportunity and Human Rights Commission, Independent Review into Workplace Equality in Ambulance Victoria: Phase One, Volume 2 (Report, 2022) 631.] 

Presuming a continuous, full-time workforce, when this is not the case currently and is not likely to be in the future, will leave QPS unable to meet demand. Conversely, factoring in the needs of the modern workforce will assist QPS in being seen as an employer of choice.
During consultations we heard that some officers feel resentful that, after giving so much to QPS, they are not readily given a small amount of flexibility in return.
So at that stage, I’d probably been working full time from the time of being sworn in to that time … I want to work [flexibly] … after working [many] years work full time. How dare I?[endnoteRef:748] [748:  Confidential conversation, participant 41, November 2023.] 

The recent Queensland Audit Office report highlights that 30% of the current sworn workforce is due to retire within the next ten years.[endnoteRef:749] At least some of those officers may wish to transition to retirement through reducing work hours. This is just one example of a group that may have significant impact on staffing levels in the near future. [749:  Queensland Audit Office, Deploying Police Resources (Report, 2023) 13 <www.qao.qld.gov.au/reports-resources/reports-parliament/deploying-police-resources>.] 

[bookmark: C8d2]Alternative models must be part of the flexibility conversation
In the current climate, like all policing and frontline services, QPS continues to face challenges around workforce shortages. During site visits, we heard that many stations and units have unfilled vacancies, and this impacts on operational policing, workplace culture and burnout.
We formed the view that a new way of looking at filling positions, and using diversity and inclusion to help address workforce shortages, is necessary.
One of the challenges for QPS is that there remains a perception that flexibility is difficult when staffing levels are not adequate.
I think the bigger issue is that … there’s been staffing issues for so long and then those things are never addressed and they keep putting more and more demands on people on the front line with less and less. So I do believe if those things were addressed, flexibility wouldn’t be a problem.[endnoteRef:750] [750:  Confidential conversation, participant 122, April 2024.] 

Review participant
Backfilling positions where a flexible work arrangement is in place, or the member is on extended leave, has been implemented in South Australia Police. This change was made through the Equal Opportunity Commission’s review and has been an important element of implementing an ‘all roles flex’ approach. [endnoteRef:751] [751:  Equal Opportunity Commission, Change in Perceptions, Experiences and Practices that Support Gender Equality and Cultural Change in SAPOL (Report, 2020) 120.] 

Backfilling remained more challenging in regional environments, and this would also need to be considered in the Queensland environment. We also know that police in regional and remote areas face external challenges such as the availability of childcare, specifically for people like police undertaking shift work. We recognise these external challenges and also believe that improving the flexibility and inclusiveness of the workplace holds opportunities for QPS that are within its immediate control.
The Commission of Inquiry stipulated that QPS develop a scheme to allow frontline officers to be placed in less stressful environments for a period of time.[endnoteRef:752] It is possible that scheme could dovetail with any work that was done on backfilling. [752:  A Call for Change: Commission of Inquiry into Queensland Police Service Responses to Domestic and Family Violence (Report, 2022) Recommendation 38.] 

The Australia New Zealand Policing Agency’s Police Workforce Compendium notes several alternative models that could be investigated:
Reserve programs can relieve temporary human resources pressures, particularly in non-enforcement activities such as community events, safety talks, crowd control, disaster planning and searches for lost persons.
Flexible work options can be expanded by including a casual pool of backfill officers who may be on long leave but want to maintain skills with occasional shifts.
Virtual teams and taskforces of specialists can be created where there is high demand and low availability in certain areas.[endnoteRef:753] [753:  Australia New Zealand Policing Agency, Police Workforce Compendium (Report, 2019) 51 <www.anzpaa.org.au/resources/publications/australia-new-zealand-workforce-planning-principles>.] 

The Commission encourages the Flexible Work Committee and other relevant areas of QPS to evaluate the potential viability of these options.
[bookmark: C8c][bookmark: C8e]Including everyone in the workplace
Many participants in our consultations described a ‘boys’ club’ within QPS that excludes other officers and which reflects a long-documented attribute of police organisational culture.[endnoteRef:754] This was a frequently reported issue[endnoteRef:755] that we explore in greater detail in other parts of this report. [754:  P Brough, S Chataway and A Biggs, ‘“You Don’t Want People Knowing You’re a Copper!” A Contemporary Assessment of Police Organisational Culture’ (2016) 18(1) International Journal of Police Science & Management 28-36, <doi:10.1177/1461355716638361>.]  [755:  Confidential conversations, participants 3, 19, 20, 35, 39, 40, 41, 48, 49, 51, 53, 55, 61, 70, 71, 72, 73, 81, 82, 83, 84, 86, 97, 99, 105, 108, 116, 120, 124, 126, 130, 133, 134, 138, 140, 142.] 

Participants also described widespread patterns of everyday/casual racism and sexism. Often this was in the form of jokes, banter or dark humour.[endnoteRef:756] This behaviour was sometimes minimised by participants, including by people who experienced discrimination, who were unsure if harm was intended.[endnoteRef:757] Others saw it as important for camaraderie and stress relief, without acknowledging the associated harms. Whether overt or subtle, exclusion has a range of negative effects[endnoteRef:758] for individuals and organisations. [756:  Site visits.]  [757:  Confidential conversations, participants 8, 9, 17, 18, 19, 22, 44, 46, 47, 57, 71, 84, 105, 120, 134.]  [758:  LM Shore, JN Cleveland and D Sanchez, ‘Inclusive Workplaces: A Review and Model’ (2018) 28(2) Human Resource Management Review 176–189 <doi.org/10.1016/j.hrmr.2017.07.003>.] 

We heard during site visits that excessive overtime obligations are reducing people’s appetite for socialising as a work group.[endnoteRef:759] This change is likely to have eroded levels of camaraderie between officers and limited their use of informal debriefing as a stress management mechanism.[endnoteRef:760] [759:  Site visit.]  [760:  P Brough, S Chataway and A Biggs, ‘“You Don’t Want People Knowing You’re a Copper!” A Contemporary Assessment of Police Organisational Culture’ (2016) 18(1) International Journal of Police Science & Management 28-36 <doi:10.1177/1461355716638361>.] 

During consultations, we heard that diversity is not well understood when you are part of a relatively homogenous organisation.
How do we make people understand difference? You know, I think that’s the fundamental part that’s missing. You know, we’ve got so many middle aged white straight people in this organisation … how do we get … a genuine understanding of what it’s like on a day to day basis to feel different, to not really fit in, to not really belong?[endnoteRef:761] [761:  Confidential conversation, participant 11, November 2023.] 

There are many ways in which people can be made to feel part of the organisation, rather than an ‘other’, and here we focus on the importance of social inclusion. Inclusion in the workplace is when people from all backgrounds, not only those from historically dominant groups, are treated fairly, involved in making significant decisions and valued for who they are.[endnoteRef:762] [762:  LH Nishii, ‘The Benefits of Climate for Inclusion for Gender-diverse Groups’ (2013) 56(6) Academy of Management Journal 1754–74 <doi.org/10.5465/amj.2009.0823>.] 

When employees feel included, they feel safe, respected and valued as individuals and in terms of their identities; are able to influence decision-making; have access to critical information and resources;[endnoteRef:763] and can express their identities in authentic ways. Accordingly, an inclusive workplace embraces and respects the diverse perspectives represented among its employees, rather than reinforcing the values and norms determined only by the mainstream.[endnoteRef:764] [763:  LM Shore, JN Cleveland and D Sanchez, ‘Inclusive Workplaces: A Review and Model’ (2018) 28(2) Human Resource Management Review 176–89 <doi.org/10.1016/j.hrmr.2017.07.003>.]  [764:  LM Shore, JN Cleveland and D Sanchez, ‘Inclusive Workplaces: A Review and Model’ (2018) 28(2) Human Resource Management Review 176–89 <doi.org/10.1016/j.hrmr.2017.07.003>.] 

[bookmark: C8c1][bookmark: C8e1]Social inclusion should be prioritised to help keep officers
As already mentioned earlier in this chapter, the Operational Procedures Manual places responsibility on officers-in-charge to foster an inclusive workplace where health, safety and wellbeing are promoted and prioritised.[endnoteRef:765] When managers value diversity and inclusion, they are more likely to take active steps towards enhancing inclusion.[endnoteRef:766]  [765:  Queensland Police Service, Operational Procedures Manual (2024) clause 1.4.5. <www.police.qld.gov.au/qps-corporate-documents/operational-policies/operational-procedures-manual>. ]  [766:  LM Shore, JN Cleveland and D Sanchez, ‘Inclusive Workplaces: A Review and Model’ (2018) 28(2) Human Resource Management Review 176–89 <doi.org/10.1016/j.hrmr.2017.07.003>.] 

As discussed in other parts of this report, officers-in-charge are not the only ones with responsibility to prevent discrimination – indeed, an inclusive organisation is characterised by inclusive practices at all levels[endnoteRef:767] – but we heard during consultations that they are important culture-setters.[endnoteRef:768]  [767:  LM Shore, JN Cleveland and D Sanchez, ‘Inclusive Workplaces: A Review and Model’ (2018) 28(2) Human Resource Management Review 176–89 <doi.org/10.1016/j.hrmr.2017.07.003>.]  [768:  Confidential conversations, participants 8, 9, 15, 19, 25, 35, 39, 41, 51, 54, 55, 56, 61, 64, 69, 70, 73, 75, 92, 109, 119, 122, 123, 124, 136, 138, 140; and site visits.] 

During our consultations we heard about the importance of being included.
Inclusivity … I tell my members when they come into the office, that is a non-negotiable for me. It is absolutely something that I live my working life by because I know what it likes not to feel included. Being a female walking into a room and you’ve got thirty men. No, it’s right from the outset. It puts you on the backfoot you know. It changes the way you think, it changes the way you engage.[endnoteRef:769] [769:  Confidential conversation, participant 41, November 2023.] 

Research suggests that the culture plays an important role in being able to cope with the everyday stressors of being a police officer.[endnoteRef:770] We also heard this during our consultations. [770:  Angela L Workman-Stark, Inclusive Policing from the Inside Out (Springer International Publishing, 2017) 24.] 

You know, we all want to be treated fairly. We all want to have a good experience when we’re in a team or you know, working crappy jobs or going to critical incidents. We want to … be part of something that’s a social dynamic and we’re social creatures, but to do it fairly. No one wants to be treated like crap.[endnoteRef:771] [771:  Confidential conversation, participant 86, February 2024.] 

Review participant
This social dynamic will look different from workplace to workplace, and it is incumbent on officers-in-charge to ask their team what they value and how they would like to form cohesion amongst the group.
Social inclusion is important for all officers. There are enough pressures on police without adding to them by excluding some officers from the supportive network that their colleagues can provide.
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[bookmark: C9a]A – Where to go if you need help
Please call 000 if you need emergency help.
The Commission acknowledges that the material in this report may cause distress. There are support services available for those who need them, including the services outlined below.
QPS employees and their families
The Queensland Police Service offers wellbeing and support services for members and families throughout their career and beyond.
Visit www.ourpeoplematter.com.au
Counselling and other support
Beyond Blue
Beyond Blue is a 24-hour service offering free information and support to people working through mental health issues.
Call 1300 224 636
Visit www.beyondblue.org.au
Lifeline
Lifeline is a 24/7 telephone counselling and referral service across a range of support areas.
Call 13 11 14 
Visit www.lifeline.org.au
1800 Respect
1800 Respect is a national, 24/7 domestic, family and sexual violence counselling, information, and support service.
Call 1800 737 732
Visit www.1800respect.org.au
13 YARN
13 YARN is a national crisis support line for First Nations people who are feeling overwhelmed or having difficulty coping.
Call 13 92 76
Visit www.13yarn.org.au
Queensland Transcultural Mental Health Centre
The Queensland Transcultural Mental Health Centre (QTMHC) is a specialist Queensland service that works to ensure culturally diverse people receive culturally responsive mental health care and support.
Call 1800 188 189
Visit www.qld.gov.au/health/services/specialists/queensland-transcultural-mental-health-centre
Making a complaint
Queensland Human Rights Commission
If you wish to enquire about, or make a formal complaint of discrimination, sexual harassment or victimisation, you can contact the Queensland Human Rights Commission.
Call 1300 130 670
For hearing impaired (TTY) call 133 677
For free interpretation and translations services call 07 4862 4444
Visit www.qhrc.qld.gov.au


[bookmark: C9b]B – Advisory Panel
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Scott McDougall
Scott McDougall commenced as Commissioner on 8 October 2018, when the Commission was the Anti-Discrimination Commission Queensland. Prior to his appointment he was the Director and Principal Solicitor at Caxton Legal Centre in Brisbane. 
Since admission to legal practice in 1993, Scott has advocated on behalf of communities and conducted litigation particularly in the areas of discrimination, native title, criminal law, guardianship and coronial inquiries.
Scott has overseen the design and implementation of numerous legal and social work service programs and was the President of the Queensland Association of Independent Legal Services from 2009 to 2013. He has undertaken several projects facilitating engagement between governments and communities, including working with the Palm Island Aboriginal Shire Council to prepare the Palm Island Future Direction Report (2006) and overseeing the G20 Independent Legal Observers Project (2014).
He holds a Bachelor of Laws from the Queensland University of Technology.
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Steve Gollschewski APM 
The 21st Commissioner of the Queensland Police Service (QPS), Steve Gollschewski APM, has more than 44 years of experience in policing, disaster management, governance and reform and was successfully appointed Commissioner on 22 April 2024.
Before being appointed Commissioner, Steve was selected by the Premier of Queensland to be the Special Coordinator for Police and Emergency Services Reform in December 2022, following the Commission of Inquiry into Police Responses to Domestic and Family Violence.
As Special Coordinator, Steve provided oversight of the QPS reforms, including those arising from the Women’s Safety and Justice Taskforce and the Commission of Inquiry into Police Responses to Domestic and Family Violence, as well as a number of associated inquiries, inquests and reviews along with in-flight QPS reforms.


In his previous role as the former State Disaster Coordinator for Queensland, Steve was the Commander for the operational response to the global COVID-19 pandemic in support of public health authorities. He has extensive experience in disaster management and has been responsible for coordinating the Queensland Government response to weather-related emergencies, including the Toowoomba and Lockyer Valley floods in 2011, flood evacuation of St George in 2012 and Cyclone Oswald in Bundaberg in early 2013. He also coordinated the overall disaster responses to Cyclones Ita, Marcia, Nathan and Debbie, along with the state-wide fire responses in 2019 and the severe flooding in southern Queensland during early 2022.
In 2018, Steve led the largest security operation in Australia for the decade as Commander of Operational Sentinel at the 2018 Commonwealth Games. He has also managed the initial QPS planning and preparation for the security of the 2032 Brisbane Olympic and Paralympic Games.
He is a graduate of the AFP Management of Serious Crime Program, the Leadership in Counter-Terrorism (LinCT) program and ANZSOG and is a graduate – and program visiting fellow – of the Australian Institute of Police Management. He has completed postgraduate studies in leadership through Charles Sturt and Harvard universities.
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Peter Forday
Peter Forday is a respected leader in cultural diversity and in shaping organisations that value welcome, belonging and inclusion. He is the former CEO of MultiLink Community Services and the former Chair of the Police Ethnic Advisory Group, Multicultural Australia and the Cohesive Communities Coalition.
Peter received a Premier’s Scholarship to participate in the inaugural Harvard-based Queensland Leadership Program. He is also an alumnus of the Executive Challenge Academy and subsequently, over several years, coordinated Executive Challenge Academy programs in Brisbane, the Hague, London and Houston for senior and executive leaders from a number of Queensland-based community and government agencies, including QPS.
Peter remains on the boards of Multicultural Australia, as well as being on the boards of YFS and Mental Health Lived Experience Peak Queensland. He is an Adjunct Senior Research Fellow with Griffith University, and he also operates an independent consultancy delivering leadership coaching and facilitation for individuals and organisations seeking better ways to engage, develop and lead others.
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Kristen Hilton
Kristen Hilton is a former Victorian Equal Opportunity and Human Rights Commissioner and has worked across public, private and community sectors. She has deep expertise in gender equality, human rights, ethical leadership, diversity and inclusion and organisational change.
During Kristen’s five-year term as Commissioner, she led transformational reviews into harassment and discrimination in Victoria Police, Victoria’s Fire Service and Ambulance Victoria. She recently led a Cultural Review of Victoria’s Corrections System, which had a specific focus on Aboriginal cultural safety, and served as an expert advisor on Victoria Racing Integrity’s Commission into abuse and harm in the racing industry.
Kristen convenes a number of Champions of Change groups across Australia promoting gender equality. In 2023, Kristen was appointed to the Board of the AFL Players Association and is the inaugural Chair of the AFLPA’s Human Rights Steering Committee. Kristen is a former Churchill fellow and a graduate of the Australian Institute of Company Directors and now runs her own specialist human rights advisory practice.
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Thelma Schwartz
Thelma Schwartz is the Principal Legal Officer of the Queensland Indigenous Family Violence Legal Service (QIFVLS) – an Aboriginal and Torres Strait Islander Community Controlled Organisation providing legal and non-legal support services to Aboriginal and Torres Strait Islander survivors of family violence and/or sexual assault across more than 90 communities in Queensland, including the Outer Islands of the Torres Straits.
Thelma identifies as of Torres Strait Islander heritage, alongside her German Samoan and Papua New Guinea heritage. She is an award-winning lawyer and has worked as a legal practitioner for over 24 years. Thelma is an unwavering advocate for victim-survivors of domestic and family violence, advocating for system reforms and improving access to justice, especially for Aboriginal and Torres Strait Islander peoples.
Thelma has worked extensively with and for Aboriginal and Torres Strait Islander peoples in the Northern Territory and regional/remote Queensland, with her practice experience and policy / law reform expertise seeing her provide evidence before Royal Commissions, Commissions of Inquiry and act as a Member of the Queensland Women’s Safety and Justice Taskforce.
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Linda Williams
Deputy Commissioner of South Australia Police, Linda Williams APM LEM, directly supports the Police Commissioner in his responsibility for the safety and protection of the state, serving 1.8 million South Australians, over one million square kilometres, while leading an organisation of nearly 6,000 employees.
Linda is a career police officer with over 40 years of experience since joining South Australia Police as a cadet. She has worked across a diverse range of areas, including frontline policing, prosecutions, internal investigations, crime prevention, road safety, counter terrorism and policy development.
Appointed as Deputy Police Commissioner on 21 July 2015 after 12 years in South Australia Police’s senior management and executive team, Linda performs the role of Commissioner of Police and, as such, is the State Coordinator under the Emergency Management Act 2004 (SA) when required.
Linda holds tertiary qualifications including a Bachelor of Law with Honours, Bachelor of Arts, Graduate Diploma in Legal Practice, Graduate Certificate in Management and Graduate Diploma in Applied Criminology and Police Management.


[bookmark: C9c]C – Interviews
Sample and procedure
Between October 2023 and June 2024, the Review Team conducted 137 interviews, referred to as ‘confidential conversations’. Participation in the conversations was facilitated via an online form in which potential participants could register interest in participating in an interview. All former, current and prospective QPS members were eligible to participate.
The objectives of confidential conversations were to:
gather information about the issues we were looking at, and identify themes
learn more about experiences of the QPS workplace 
hear participants’ suggestions for change, and what positive steps they think QPS should take to prevent sexism and racism from happening.
The registration form was available on the Commission’s public website and was also promoted to the QPS workforce through a variety of communication channels including:
posting on its internal communication platform, Workplace
executive messaging (including from the Commissioner of Police)
circulating through QPS diversity networks, which included staffing networks within the target attribute groups.
Interview registrations experienced a ‘snowball’ effect, where those who had participated would then circulate the registration link to others in their professional networks.
Participants were engaged and interviewed using a trauma-informed approach. This focused on safety, trustworthiness and choice.
The format included a semi-structured interview, where the Review Team followed a series of interview themes or topics that were explored. However, participants were not required to follow a rigid interview structure; it was up to each participant how and to what extent they detailed their experiences. Some themes were not relevant to all participants.
Major themes for discussion included:
motivations for joining, and an overview of the participant’s career and experiences
recruitment and promotion experiences
if raised by the participant, experiences of discrimination, including impacts
reflections on workplace culture
reflections on participation in or observations of responses by QPS in responding to concerns, allegations and incidents of discrimination or sexual harassment
factors impacting retention
participant resilience factors
participants’ suggestions for change.
Interviews were held face to face, online or over the phone and ran for approximately one hour each. A small number of participants provided their views and perspectives to the Commission in writing. Each conversation was conducted with the participant and two Commission staff.


Confidentiality was a key concern for many participants. Strict procedures were in place to uphold the confidentiality of information provided by participants during confidential conversations.
All participants were given options on how they would like their information to be captured and used by the Commission. Where consent was provided, interviews were recorded and transcribed.
The final sample comprised 96 female participants, 20 First Nations participants and 27 culturally and linguistically diverse participants, including multiple participants with intersectional identities (that is, those who belonged to more than one of these groups). There were a further 17 participants who did not identify with any of these categories. The ranks of participants varied, with the largest group of participants reporting they were the rank of Sergeants (21%), followed by Senior Constables (16%), and Senior Sergeants (15%). Police Liaison Officers comprised 7% of participants. Most participants were current police officers, except for a small group of former police officers and unsuccessful applicants (12%).
Analysis
Philosophically, data collection and analysis were grounded in the perspective of critical realism, aiming to reveal deeper structures or mechanisms underlying the subjective experiences and interpretations discussed during the conversations. The analysis was guided by Braun and Clarke’s approach to reflexive thematic analysis, focused on identifying patterns of shared meaning (rather than summarising the surface-level content).[endnoteRef:772] The process was inductive, driven from the data in a bottom-up approach. [772:  V Braun and V Clarke, ‘Using Thematic Analysis in Psychology’ (2006) 3(2) Qualitative Research in Psychology 77–101, <doi.org/10.1191/1478088706qp063oa>; V Braun and V Clarke, ‘Reflecting on Reflexive Thematic Analysis’ (2019) 11(4) Qualitative Research in Sport, Exercise and Health 589-597, <doi.org/10.1080/2159676X.2019.1628806>.] 

Given the inherently active role of researchers in generating themes, it is vital to acknowledge the assumptions and experiences brought by the Review Team that may have shaped data collection and analysis. The Review Team’s interpretation of the themes was broadly informed by a human rights perspective, and the team developed empathy for the experiences of all officers throughout the process and also for the QPS as an organisation. After the establishment of the Review, the Commission engaged psychologist Dr Susan Sisko to provide facilitated reflective discussion with the Review Team. These sessions occurred quarterly and provided a safe framework for debriefing around narrative construction, challenges and personal engagement in the work. This was conducted in part to ensure bias around subjectivity was identified and reflected upon.
The analysis was carried out through a series of stages in a recursive process of moving back and forth through the stages as needed by members of the Review Team. The first stage was familiarisation, in which the codes read and re-read the data and noted initial ideas. The second stage involved forming the initial codes in a systemic way across the dataset and combining codes with similar meaning. Regular discussions between the Review Team were used to agree on the coding structure in this stage. The codes were then integrated into potential themes, which were reviewed, revised and interpreted with the input of a subject matter expert to capture the deeper patterns in the data regarding experiences of diversity and inclusion in QPS.


[bookmark: C9d]D – Site visits
Sample and procedure
Between February and March 2024, the Review Team conducted 21 site visits at police stations.
The objectives of site visits were to:
obtain information relevant to the scope of the Review
provide information about the Review, including to increase uptake of our consultation processes by QPS members 
develop an understanding of organisational context and operational environments, including in regional areas, so recommendations can be applicable and relevant to the range of QPS worksites.
The list of locations for each site visit is outlined below.
	Cairns PCYC
	Dalby

	Cherbourg
	Deeragun

	Gympie
	Kingaroy

	Kirwan
	Logan

	Mackay
	Mudgeeraba

	Mundingburra
	Murgon

	Northern Regional Office
	Rockhampton

	Southport
	Surfers Paradise

	Toowoomba
	Townsville station

	Townsville Academy
	Townsville District Office

	Warwick
	



Various factors were considered in selecting these locations, including:
ensuring variety in stations of different sizes and locations
ensuring the Review engaged with regional officers
using resources allocated for the Review as effectively as possible.
Because the objectives of the site visits did not include problem diagnosis or identification, the Commission did not select sites based on QPS internal complaint data or issues identified in the Working for Queensland survey.
Given that the Review sought to consider the recruitment and retention of diverse officers, rather than looking at how certain communities are policed, site visits were not selected based on the demographics of the local community.
The specific stations within each region were selected in consultation with QPS. We devised a draft list of locations and consulted the Coordination Committee to confirm sites.
The site visits were orchestrated through a network of officers (Sergeants and above) identified by the Coordination Committee. Often, the Review Team was connected with an officer-in-charge who arranged for the team to access the site and conduct the site visit.
A minimum of two Review Team members were present at each site visit.
The format of each site visit generally included:
a brief tour of the site by local station personnel
a 10- to 15-minute information session lead by the Review Team for officers at the work site (generally at a shift change but sometimes as part of a training session on an unrelated topic)
an opportunity for individual or small group discussions with officers-in-charge and/or commissioned officers.
This format was adapted and changed depending on the site location, its size and the activities of the day. At some sites, the Review Team was invited to meet with groups of Police Liaison Officers, officers-in-charge and/or commissioned officers. These group meetings generally followed a similar format and incorporated a brief information session about the Queensland Human Rights Commission and the Review by the Review Team member, followed by a facilitated discussion on key topics.
Key topics covered included identifying and understanding operational demands and pressures, perspectives on recruitment and promotion, experiences managing diverse teams, and organisational responses to discrimination and retention of staff. At times, site visit participants were also offered the opportunity to provide their personal perspectives about topics relevant to the Review.
Review Team members took contemporaneous field notes during site visits and compiled site visit reports shortly after each visit. The reports recorded details of any information sessions provided, the number and ranks for QPS participants, summaries of formal discussions and informal discussions.
Analysis
The data captured in site visits was included in the systemic coding process described above for the confidential conversations.
Review Team members contributed to an analysis of key themes at the completion of the entire site visit schedule.


[bookmark: C9e]E – Survey
Sample and procedure
As part of the methodology for the Review, a survey of current QPS police, Police Liaison Officers and Recruits was conducted.
The purpose of the survey was to gain a better understanding of current perspectives on issues of diversity, inclusion and fairness in QPS. The survey was intended to test the climate for change in the organisation by gathering information about:
the extent to which attitudes to diversity, equity or inclusion are a barrier to, or facilitator of, increased recruitment and retention of diverse police
police officers’ openness or amenability to active steps to address workplace inequality, including which steps are favoured / not favoured.
The survey was administered via Qualtrics – a multinational research platform. This ensured that data collection was secure and provided an improved experience for survey participants. The survey link was activated for 45 days during April to June 2024.
QPS encouraged its members to complete the survey by:
sending an update from the Commissioner of Police
posting on its internal communication platform, Workplace
updating the QPS screensaver to highlight the survey
having members of the Executive Leadership Team distribute emails to QPS members encouraging their participation
publishing information about the survey on the QPS intranet.
During that time, 3,853 responses were received. Responses were screened for eligibility, with certain types of responses excluded to safeguard data quality: 508 from respondents who were not sworn police officers of the QPS; 594 from respondents who answered only one question; and 27 where the response duration was less than 90 seconds.
The final sample consisted of 2,724 respondents. The number of respondents at each QPS rank is shown in Figure 1. Compared with QPS as a whole, the survey sample was slightly under-represented at the level of Constable and Senior Constable: 42.8% in the survey versus 66.1% in QPS. Participation from commissioned officers was slightly higher (5.9%) than the percentage of officers at those ranks within the QPS (1.7%). In terms of gender (see Figure 2), 25.2% of the survey sample were women, closely mirroring the 28.5% representation of women in the QPS. Additionally, 26.4% of respondents either preferred not to disclose their gender or did not answer the gender question, while 1.8% respondents identified as non-binary or used a different term to describe their gender. The following gender-related analyses are based on a sub-sample of 1,954 respondents, including 687 women (35.2%) and 1,267 men (64.8%). Finally, 5.4% of the sample were Aboriginal or Torres Strait Islander people, which is significantly higher than the percentage (2.9%) in the QPS as a whole.[endnoteRef:773] [773:  Due to the challenges posed by the culturally and linguistically diverse question mandated by the Queensland Government, which may not capture or accurately represent all officers identifying as culturally diverse, we have chosen not to present data and results on cultural and linguistic diversity. These challenges have been discussed in detail in Chapter 2.] 

Although the survey had higher representation from commissioned officers and Aboriginal and Torres Strait Islander people, given the small total number of respondents in these groups (in absolute terms), this is unlikely to have influenced the patterns of findings.


Figure 1: Distribution of survey respondents by rank 
[image: This bar graph shows the number survey respondents by rank level. The top three highest were Senior Constable, Sergeant and Senior Sergeant. The three lowest were Executive Leadership Team, Chief Superintendent/Superintendent and Senior/Police Liaison Officer.]
Figure 2: Distribution of survey respondents by gender
[image: This bar graph shows the ranks and genders of officers that responded to the survey. The majority of survey respondents were male. A significant number chose not to answer.]


Measures
Attitudes towards diversity and inclusion 
The first part of the survey measured three attitudes towards diversity and inclusion in three domains: Value of diversity, Value of fairness, and Equity initiatives. Items were developed based on work by Mor Barak et al. (1998) and Dwertmann et al. (2016).[endnoteRef:774] A total of nine items (three per domain) were presented, with the level of agreement or disagreement with each item rated on a 5-point scale, from 1 ‘Strongly agree’ to 5 ‘Strongly disagree’. Due to concerns about construct validity, one item was excluded from the measures of Value of diversity and Value of fairness. Specifically, the excluded items demonstrated weak correlations with other items in the domain, which affected the overall consistency and reliability of the scale. [774:  ME Mor Barak, DA Cherin and S Berkman, ‘Organizational and Personal Dimensions in Diversity Climate: Ethnic and Gender Differences in Employee Perceptions’ (1998) 34(1) The Journal of Applied Behavioral Science 82-104; DJ Dwertmann, LH Nishii and D Van Knippenberg ‘Disentangling the Fairness & Discrimination and Synergy Perspectives on Diversity Climate: Moving the Field Forward’ (2016) 42(5) Journal of Management 1136-1168.] 

Nature and extent of resistance
Grounded in the work of Flood et al. (2020),[endnoteRef:775] the second part of the survey assessed eight distinct forms of resistance, each via one survey item. The forms of resistance and corresponding survey items are shown in Table 1. The level of agreement or disagreement with each statement was rated on a 5-point scale, from 1 ‘Strongly agree’ to 5 ‘Strongly disagree’. [775:  M Flood, M Dragiewicz and B Pease, ‘Resistance and Backlash to Gender Equality’ (2021) 56(3) Australian Journal of Social Issues 393-408.] 

Table 1: Forms of resistance and corresponding survey items
	Cairns PCYC
	Form of Resistance

	There is no problem with the level of diversity in QPS.
	Denial

	It’s not my responsibility how inclusive our organisation is.
	Disavowal

	There are more important things for QPS to be worrying about than how diverse our staff are.
	Inaction

	Once QPS has more resources, then we can start to address diversity and inclusion.
	Appeasement

	We would recruit and promote more people from diverse backgrounds if they were more interested in applying.
	Appropriation

	Measures to increase diversity and inclusion are divisive.
	Co-option 

	When proper process is followed, initiatives to address diversity and inclusion are fair and reasonable.
	Repression

	I’m sick of hearing about diversity and inclusion.
	Backlash




Perspectives on diversity and inclusion initiatives
The final section of the survey presented nine diverse initiatives for advancing diversity and inclusion, as shown in Table 2. The level of support or opposition for each initiative was rated on the following scale: 
1 = ‘Support’, 2 = ‘Somewhat support’, 3 = ‘Neither support nor oppose’, 4 = ‘Somewhat oppose’, 
and 5 = ‘Strongly oppose’.
Table 2: Survey items presenting initiatives for advancing diversity and inclusion
	Diversity should be an explicit part of QPS’s mission or policy statement.

	QPS should conduct internal audits to assess the demographic composition of its workforce, and these findings should be published and discussed.

	QPS should take the goal of increasing diversity more seriously through targeted attraction and recruitment strategies.

	Women, culturally diverse and First Nations police and Police Liaison Officers at QPS should have more access to leaders with influence through mentoring/networking programs.

	Members of diverse groups at QPS should have means of driving organisational change related to diversity.

	QPS should ensure that women, First Nations and culturally diverse police are not overlooked in promotion decisions.

	QPS should spend more money and time on diversity awareness and related training.

	Managers should be held accountable for diversity goals at QPS.

	Managers at QPS should be better educated in how to support staff from culturally diverse backgrounds.



Analysis
Attitudes towards diversity and inclusion
To calculate an overall score on each of the three domains – Value of diversity, Value of fairness and Equity initiatives – we first rescale the 5-point Likert scale to a distribution from -100 to +100. This rescaling allows for more intuitive interpretation of the scores, where -100 reflects a strongly negative perception, 0 is neutral, and 100 represents a strongly positive perception. The rescaling transforms the midpoint (3) on the Likert scale to 0, while the extreme values (5 and 1) are adjusted to represent the full range from -100 to +100.
After rescaling, we calculated the mean score for each domain based on the rescaled responses. The mean score for Value of diversity = 51.17, for Value of fairness = 72.81, and for Equity initiatives = -26.86. These means provide a summary of the overall perception across the survey sample within each domain, with positive scores indicating generally favourable perceptions and negative scores indicating less favourable (or negative) views.
The statistical technique Multivariate Analysis of Variance (MANOVA) was then used to explore differences between groups (that is, between respondents at different ranks, female and male respondents, and Aboriginal and Torres Strait Islander people relative to the rest of the sample) in their views regarding the Value of diversity, Value of fairness, and level of support or opposition to Equity initiatives, using the calculated scores. The MANOVA results indicate whether observed differences between these groups are trustworthy for forming conclusions.
The MANOVA returned a significant result for differences in attitudes towards diversity and inclusion according to rank [Wilks’ Λ = .86, F(24, 7265) = 16.86, p < .001, η² = .05]. Specifically, respondents at the ranks of Sergeant and Senior Sergeant, as well as Constable and Senior Constable, expressed greater agreement with the Value of fairness, and lower agreement with the Value of diversity compared with respondents from other ranks; likewise, they expressed a greater level of opposition to Equity initiatives compared with other ranks. On the other hand, Police Liaison Officers and Recruits were more likely to endorse the Value of diversity and express support for Equity initiatives relative to respondents from other ranks. Compared with Sergeants and Senior Sergeants as well as Constables and Senior Constables, respondents from the Inspector and Superintendent ranks indicated more favourable attitudes regarding the Value of diversity and were slightly likely to endorse the Value of fairness (though the overall level of agreement was still high); likewise, they were more neutral in their views towards Equity initiatives relative to Sergeants and Senior Sergeants as well as Constables and Senior Constables. These differences are shown in Figure 3.
Figure 3: Attitudes towards diversity and inclusion by rank
[image: This bar graph shows attitudes to diversity by rank, separated by value of diversity, value of fairness and equity initiatives. Most respondents valued diversity and fairness but did not support equity initiatives. The lowest support for equity initiatives was from Constable and Senior Constables, and Sergeants and Senior Sergeants.]
According to the MANOVA results [Wilks’ Λ = .97, F(3, 1950) = 19.03, p < .001, η² = .03], female respondents reported more favourable attitudes regarding the Value of diversity, along with slightly lower endorsement for the Value of fairness and less opposition towards Equity initiatives as compared with male respondents. Figure 4 illustrates these differences.
Figure 4: Attitudes towards diversity and inclusion by gender
[image: This bar graph shows attitudes towards diversity and inclusion by gender. Female respondents valued diversity slightly more highly than male respondents. Male respondents valued fairness slightly more highly than female respondents. Neither male nor female respondents supported equity initiatives but male respondents were more opposed to equity initiatives than female respondents.]


The final MANOVA examined the attitudes towards diversity and inclusion expressed by Aboriginal and Torres Strait Islander people compared with the rest of the sample, as shown in Figure 5. These terms were chosen for this analysis, rather than First Nations, to account for the participation of First Nations people from other countries (such as New Zealand) in the sample. The MANOVA results [Wilks’ Λ = 1.00, F(3, 2075) = 13.57, p = .014, η² = .01] indicate a statistically significant difference wherein Aboriginal and Torres Strait Islander people expressed lower agreement with the Value of diversity than the rest of the sample. There were no significant differences between the attitudes of Aboriginal and Torres Strait Islander people compared with the rest of the sample on the other two dimensions.
Figure 5: Attitudes towards diversity and inclusion for Aboriginal and Torres Strait Islander people compared with the rest of the sample
[image: This bar graph shows attitudes towards diversity and inclusion for Aboriginal and Torres Strait Islander respondents compared with the rest of the sample. Aboriginal and Torres Strait Islander respondents valued diversity less than the rest of the sample, and valued fairness more than the rest of the sample. Aboriginal and Torres Strait Islander respondents valued equity initiatives slightly higher than the rest of the sample.]
Nature and extent of resistance
Similar to the approach used for attitudes to diversity and inclusion, data was rescaled to calculate mean scores for the eight forms of resistance, representing the overall level of agreement or disagreement for each type of resistance, across the whole sample. As a reminder, scores can range from –100 (representing anti-resistance) to +100 (representing resistance), with 0 as the neutral point.
The MANOVA technique was again used to determine whether the pattern of responses across the eight forms of resistance is significantly different across groups based on rank and gender.
The MANOVA indicated that levels of resistance are significantly different across the different ranks [Wilks’ Λ = .75, F(64, 14426) = 11.64, p < .001, η² = .04]. The profile of scores is shown in Figure 6. The standout findings are that, on average, respondents at the ranks Inspector and Superintendent, Police Liaison Officer, and Recruit reported significantly lower levels of resistance compared with respondents from other ranks. Alternatively, on average, respondents at the ranks of Constable and Senior Constable showed significantly higher level of resistance, followed by respondents holding the ranks of Sergeant and Senior Sergeant.


Figure 6: Forms of resistance by rank
[image: This graph shows attitudes towards statements of resistance, by rank. The X-axis features the following statements:
There is no problem with the level of diversity in QPS (DENIAL)
It’s not my responsibility how inclusive our organisation is (DISAVOWAL)
There are more important things for QPS to be worrying about than how diverse our staff are (INACTION)
Once QPS has more resources, then we can start to address diversity and inclusion (APPEASEMENT)
We would recruit and promote more people from diverse backgrounds if they were more interested in applying (APPROPRIATION)
Measures to increase diversity and inclusion are divisive (COOPTION)
We have already tried to address diversity within the QPS and it doesn't work (REPRESSION)
I’m sick of hearing about diversity and inclusion (BACKLASH)
Notable trends have been highlighted in the body of the text.]
There is one form of resistance for which there were no statistically significant differences between respondents from different ranks, according to the MANOVA: Appropriation (as measured by the item ‘We would recruit and promote more people from diverse backgrounds if they were more interested in applying’.)
Turning to gender differences in forms of resistance, the results of the MANOVA showed that female respondents expressed significantly lower levels of resistance in all forms except Appeasement and Appropriation [Wilks’ Λ = .93, F(8, 1945) = 18.84, p < .001, η² = .07], as illustrated in Figure 7. 
Figure 7: Forms of resistance by gender
[image: This graph shows attitudes towards statements of resistance, by gender. The X-axis features the following statements:
There is no problem with the level of diversity in QPS (DENIAL)
It’s not my responsibility how inclusive our organisation is (DISAVOWAL)
There are more important things for QPS to be worrying about than how diverse our staff are (INACTION)
Once QPS has more resources, then we can start to address diversity and inclusion (APPEASEMENT)
We would recruit and promote more people from diverse backgrounds if they were more interested in applying (APPROPRIATION)
Measures to increase diversity and inclusion are divisive (COOPTION)
We have already tried to address diversity within the QPS and it doesn't work (REPRESSION)
I’m sick of hearing about diversity and inclusion (BACKLASH)
Notable trends have been highlighted in the body of the text.]


Clusters of resistance
To better understand the resistance within QPS and identify potential areas of opportunity, the cluster analysis procedure was used to separate the sample into different clusters of resistance. The cluster analysis technique identifies clusters (or groups) of respondents who are most similar to each other in their ratings – in this case, those respondents who expressed similar patterns of views across the eight forms of resistance – while maximising differences between the clusters, so that each cluster is meaningfully different from the others – in this case, showed meaningfully different patterns of resistance across the eight forms.
The original responses on the 5-point Likert scale were recoded into a 3-point scale for this analysis. Specifically, ratings of 5 and 4, which corresponded to ‘Strongly Agree’ and ‘Agree’, were grouped together and recoded as 3 to reflect general agreement. Neutral responses, originally rated as 3, were recoded as 2 to denote a neutral stance. Finally, the ratings of 1 and 2, corresponding to ‘Strongly Disagree’ and ‘Disagree’, were grouped together and re-coded as 1 to reflect general disagreement.
The cluster analysis identified five meaningful clusters of resistance. Table 3 shows the mean scores for each form of resistance for each of the clusters. When reading the table, note that scores for this analysis could range from 1 to 3, where 1 represents disagreement with the form of resistance (anti-resistance), 2 is the neutral point, and 3 represents agreement with the form of resistance.
Table 3: Mean scores for each form of resistance for the five clusters
	Form of resistance:
	Denial
	Disavowal
	Inaction
	Appeasement
	Appropriation
	Co-option
	Repression
	Backlash

	Cluster 1: N = 861
Moderate resistance
	2.20
	1.53
	2.78
	2.47
	2.45
	2.67
	2.07
	2.68

	Cluster 2: N = 776
High resistance
	2.58
	2.69
	2.91
	2.29
	2.40
	2.63
	2.56
	2.78

	Cluster 3: N = 324
Low resistance
	1.66
	1.18
	1.40
	1.55
	2.82
	2.22
	1.34
	1.22

	Cluster 4: N = 305
Anti-resistance
	1.55
	1.24
	1.27
	1.15
	1.37
	1.67
	1.28
	1.21

	Cluster 5: N = 388
Neutral
	2.24
	1.45
	2.10
	1.99
	2.16
	2.03
	1.84
	2.01




Looking at the means in Table 3, respondents in Cluster 5 reported relatively neutral views for each form of resistance. Said another way, with mean scores close to 2 across the eight forms of resistance, respondents in this cluster tended not to agree or disagree with the statements. One exception is that they rejected the idea that they are not personally responsible for how inclusive QPS is (as shown by the lower score for Disavowal). Respondents in Cluster 4 tended to reject resistance in all forms, as indicated by mean scores below 2 and closer to 1. Cluster 4 thus represents an anti-resistance cluster. Respondents in Cluster 3 expressed relatively low resistance, with two exceptions: Appropriation (‘We would recruit and promote more people from diverse backgrounds if they were more interested in applying’) and Co-option (‘Measures to increase diversity and inclusion are divisive’). 
Clusters 1 and 2 are comprised of respondents who expressed moderate to high levels of resistance. Respondents in Cluster 1 indicated moderate resistance across all forms, except that they rejected the idea that they are not personality responsible for inclusion within the QPS (that is, they rejected Disavowal as a form of resistance). Cluster 2 expressed relatively high resistance – with mean scores closer to 3 – on all forms of resistance, including Disavowal. 
To investigate whether membership of the clusters differs according to rank, a chi square test was used to compare the observed and expected frequencies of each rank across the clusters [X2 (32, N = 2516) = 326.93, p < .001]. Compared with other ranks, respondents who were members of the Executive Leadership Team[endnoteRef:776] and those who hold the ranks of Sergeant or Senior Sergeant, and Constable or Senior Constable, were more likely to be in the moderate (Cluster 1) or high resistance (Cluster 2) clusters. In contrast, respondents at the ranks of Inspector or Superintendent and Police Liaison Officers were more likely to be in the anti-resistance cluster (Cluster 4) and the cluster (Cluster 3) with low resistance. Finally, Recruits were more likely to be in the neutral cluster (Cluster 5) – neither endorsing nor rejecting the forms of resistance (other than rejecting Disavowal).  [776:  The QPS Executive Leadership Team informs and operationalises strategy and monitors organisation wide risk and performance. Membership is approved by the Commissioner and currently includes the Commissioner of Police, Deputy Commissioners, the Deputy Chief Executive, Assistant Commissioners, Heads of Divisions and Chief Superintendent, Crime and Corruption Commission (Police Group). As the scope of our Review only extends to sworn police, when we refer to the Executive Leadership Team, we generally focus on sworn members.] 

A separate chi square test detected significant gender differences between the clusters as well [X2 (4, N = 1954) = 60.03, p < .001]. Specifically, male respondents were more likely to be in the high resistance cluster (Cluster 2) and less likely to be in the anti-resistance cluster (Cluster 4). In contrast, female respondents were less likely to be in the high resistance cluster (Cluster 2) and more likely to be in the anti-resistance cluster (Cluster 4).
Perspectives on diversity and inclusion initiatives
Similar to the approach used for attitudes to diversity and inclusion as well as forms of resistance, data regarding the level of support or opposition towards initiatives for advancing diversity and inclusion was rescaled on a distribution from –100 (representing strongest opposition) to +100 (strongest support), with 0 as the neutral point. The rescaled scores were then used to calculate a mean score for each of the nine initiatives, across the whole sample.
Overall, the mean scores (shown in Table 4) indicate that respondents hold negative attitudes towards the initiatives presented, except for ‘Managers at QPS should be better educated in how to support women and people from culturally diverse backgrounds’. Respondents, as a whole, expressed significant opposition particularly for measures that may directly work to correct systemic disadvantage.
Table 4: Mean scores and percentage of opposition to diversity and inclusion initiatives across the survey sample
	Initiatives
	Mean score
	Percentage of opposition

	Diversity should be an explicit part of QPS’s mission or policy statement.
	-15.61
	46.84%

	QPS should conduct internal audits to assess the demographic composition of its workforce, and these findings should be published and discussed.
	-9.70
	41.23%

	QPS should take the goal of increasing diversity more seriously through targeted attraction and recruitment strategies.
	-55.45
	74.23%

	Women, culturally diverse and First Nations police and PLOs at QPS should have more access to leaders with influence through mentoring/networking programs.
	-20.93
	47.98%

	Members of diverse groups at QPS should have means of driving organisational change related to diversity.
	-9.68
	38.54%

	QPS should ensure that women, First Nations and culturally diverse police are not overlooked in promotion decisions.
	-39.76
	65.57%

	QPS should spend more money and time on diversity awareness and related training.
	-36.30
	61.58%

	Managers should be held accountable for diversity goals at QPS.
	1.17
	33.08%

	Managers at QPS should be better educated in how to support staff from culturally diverse backgrounds.
	-23.10
	50.91%



The MANOVA technique was used to determine whether the pattern of support or opposition across the nine initiatives is significantly different for groups based on rank and gender.
The MANOVA indicated that perspectives regarding the diversity and inclusion initiatives are significantly different according to rank [Wilks’ Λ = .81, F(72, 15208) = 7.53, p < .001, η² = .03]. The profile of scores is shown in Figure 8. Police Liaison Officer respondents expressed the highest level of support for the initiatives, followed by respondents who hold the rank of Recruit, Inspector and Superintendent. In contrast, there is greater opposition among respondents at the rank of Constable and Senior Constable, followed by those at the rank of Sergeant and Senior Sergeant. Overall, significant differences exist between respondents at the ranks of Police Liaison Officer, Recruit, Inspector, and Superintendent on the one hand, compared with those at the ranks of Constable and Senior Constable, as well as Sergeant and Senior Sergeant on the other hand, across all initiatives. The Executive Leadership Team tends to occupy a position between these two broad groups, indicating meaningful opposition to several initiatives at the senior level.


Figure 8: Perspectives on diversity and inclusion initiatives by rank
[image: This graph shows perspectives of respondents towards diversity and inclusion initiatives by rank. The X-axis features the following:
Diversity as mission or policy statement
Conduct internal audits
Preferential hiring for equity
Mentoring/ networking programs
Employee network support groups
Targeted leadership development training
More money and time on diversity training
Better educated managers in diversity management
Managers accountable for diversity goals
Notable trends have been highlighted in the body of the text.
]
Shifting attention to gender differences, the MANOVA results indicated that female respondents reported significantly more positive views regarding all initiatives relative to male respondents [Wilks’ Λ = .90, 
F(9, 1944) = 23.04, p < .001, η² = .10]. The profile of scores is shown in Figure 9.
Figure 9: Perspectives on diversity and inclusion initiatives by gender[endnoteRef:777] [777:  V Braun and V Clarke, ‘Using Thematic Analysis in Psychology’ (2006) 3(2) Qualitative Research in Psychology 77–101, <doi.org/10.1191/1478088706qp063oa>; V Braun and V Clarke, ‘Reflecting on Reflexive Thematic Analysis’ (2019) 11(4) Qualitative Research in Sport, Exercise and Health 589-597, <doi.org/10.1080/2159676X.2019.1628806>.] 

[image: This graph shows perspectives of respondents towards diversity and inclusion initiatives by rank. The X-axis features the following:
Diversity as mission or policy statement
Conduct internal audits
Preferential hiring for equity
Mentoring/ networking programs
Employee network support groups
Targeted leadership development training
More money and time on diversity training
Better educated managers in diversity management
Managers accountable for diversity goals
Notable trends have been highlighted in the body of the text.]
[bookmark: C9f]
F – QPS presentations
The Review Team was invited by QPS to various events and forums during the review.
Usually, two team members, and sometimes our Commissioner, attended those events. The format was generally a 15- to 30-minute presentation where we outlined the Review methodology, highlighted the benefits of workplace equality, encouraged participation in confidential conversations and the survey and answered questions from the audience.
We were also able to glean some information about operational pressures through attendance at those events.
The events were:
QPS Officers-in-Charge Forum in Roma, 1 February 2024
QPS Officers-in-Charge Forum in Maroochydore, 6 February 2024
QPS Officers-in-Charge Forum in Caboolture, 7 February 2024
State-Wide Police Liaison Officer Network Meeting, 20 February 2024
Senior Leadership Team Conference in Brisbane, 22 February 2024
Executive Leadership Team meeting in Mt Tamborine, 4 September 2024.



Endnotes

III
	Strengthening the Service
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