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HIGH LEVEL AFPA/AFP CA

NEGOTIATION & IMPLEMENTATION
COMMITTEE

Cleaning up the mess

The AFPA has been pushing for some time for the formation

of an AFPA/AFP Negotiation & Implementation Committee

to resolve outstanding CA issues and the many

implementation problems that have been identified since

implementation of the CA.

The AFPA/AFP Committee has now been formed under the

auspices of the Board of Reference and reports to the

Industrial Relations Commissioner Pat Leary.

The AFPA team consists of the AFPA National President Jon

Hunt-Sharman, Commercial Vice President Kim Jerrim,

Community Operations Vice President Alen LeLievre,

Federal Operations Vice President Brice Steele and our

Principle Industrial Officer Craig Shannon and Industrial

Officer Steve Ramsden.

The AFP team consists of the Director People Strategy Ros

Williams, People Strategy Business Unit Manager Luke

Cornelius and the Workplace Relations team of Jeff Rolfe

and Con Coutsolitis.

AFPA/AFP team will be negotiating the following CA issues

in the immediate future:

• The development of ‘On Call’ and ‘Immediate Response’

Protocol; 

• Review of the JSC process and development of a review

mechanism;

• InSitu Advancement Protocol requires amendment as

does the draft guidelines;

• Review of approved InSitu roles for national consistency;

• The Protocol for Advancement between Grades of the

Salary Spine requires amendment;

• Review of ‘Class Action’ anomolies;

• Review of Salary Spine Hard Bars is required;

• Review of Job Size results is required to ensure national

consistency;

• Development of an Advancement Protocol for New Agents;

• A review of Composites is required to ensure national

consistency;

• A review all outdated CA Protocols is required in light of

new AFP Act & Regulations;

• Review of the Investigative Assistant role to ensure

national consistency;

• Finalisation of the Protection review;

• Finalisation of the Surveillance review; 

• Finalisation of the PTT review;

• Other matters as they arise.

AFPA WIN OLYMPIC COMPOSITES

At the 11th hour, the AFP finally entered into meaningful

negotiations with the AFPA for appropriate Composites for

Olympic duties. After the HRDT meeting of 1 September

2000 it was clear that there was no authorisation for

Composites above ‘normal’ Composites for anyone other

than the CPP personnel.

Detailed and complex negotiations took place with the

AFPA consulting with regional AFPA representatives, a

number of Olympic team leaders and team members to get

first hand knowledge, experience and detail to put forward

our case to the AFP.

We also ensured that sworn and non sworn members

received the same Composite when working the same

conditions and work patterns.

Composites were finally settled with specific contracts for

members being prepared for consideration and signing.

The Composites negotiated by the AFPA were well above

the original ‘normal’ Composites that members were going

to have to work under. The AFPA thought the matter was

finalised.

After negotiations were complete, and well into the

Olympics, the Sydney Management team intervened stating

that the Composites agreed to in some areas were too

generous and they wanted them reduced. The AFPA was

notified of that decision on 20 September 2000.

A further urgent meeting was set for Friday 21st September

2000 to resolve the issue.

As members are now aware, I am pleased to advise that the

Composites originally agreed to between the AFPA/AFP

were not changed and were subsequently offered to

members for consideration and acceptance.
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I can assure members that the Composites settled, would

have been significantly less, had the AFPA not intervened on

behalf of members.

ON CALL DISPUTE

The AFPA lodged an ‘On Call’ Dispute with the Industrial

Relations Commissioner which was raised at the Board of

Reference. The AFPA/AFP CA Negotiation & implementation

Committee was tasked to report back to the IRC with a

possible solution.

After lengthy debate over the On Call and Response

provisions of the CA, a proposed solution has been reached. 

The AFPA is now seeking comment from AFPA members

in relation to the draft proposal. This will allow us to

amend the draft document to reflect members wishes.

The draft Protocol can be found on our Website

http://www.afpa.org.au www.afpa.org.au ‘members only’

section.

The AFPA will not sign off on this Protocol without

consultation with members. A final draft will be developed

taking into account issues raised by members and further

negotiation with the AFP. The final draft will be distributed

on the Website prior to the Protocol being presented to the

IRC Board of Reference.

SURVEILLANCE DISPUTE

The AFP conducted two Reviews of Surveillance. The AFP

Reviews recommended the reduction of the Sydney

Surveillance and Sydney Avian Surviellance Composites

from 60% to 33%.

The AFPA was not invited and did not participate in those

Reviews. Once the Reviews were supplied to the AFPA, we

sought assistance from Sydney and Avian Surveillance

members and was able to rebut the findings of the AFP

Reviews.

Although the AFP was aware that our counter report

was complete and about to be presented to the AFP,

management apparently decided that the AFPA took

too long to respond. The AFP made the arbitary decision to

reduce the Composites from 60% to 33%.

The AFPA lodged a formal dispute notice with the Australian

Industrial Relations Commission. (See our Website

www.afpa.org.au ‘Members Only’ section for more details) 

The Dispute Notice was heard on 29 September 2000.

Commissioner Leary made the following ruling:

• The Composite of 60% was to continue until the AFP

and AFPA reviewed the data used for the AFP Reviews

and the AFPA counter Report. (This was to determine

the accuracy of the data due to the reports being so

conflicting);

• There will be no unilateral decisions to change any AFP

Composites. It will require the agreement of both

parties or intervention by the IRC; 

• There must be joint AFPA/AFP reviews in relation to

matters covered under the CA;

The AFP and the AFPA was to report back to the IRC by

Thursday 5 October 2000 if an agreed position was found.

I am pleased to advise members that on the 5 October 2000

the AFPA and the AFP signed and forwarded the following

recommendation to the IRC:

• The current composite allowance (60% for Sydney)

continue, pending evidence of management

implementation of approved changes to staffing levels,

work patterns and practices;

• Where appropriate and practical, work practices be

reviewed and modified to be consistent with the Health

& Safety Principles;

• A schedule be prepared in accordance with 21.3 of the

CA which codifies the work patterns expected of

Surveillance and the composite allowance payable;

• A report back from Eastern Management and People

Strategies by 6 November 2000 to the CA Working

Group on progress achieved with a subsequent report to

the IRC Board of Reference;

The above recommendations to be progressed by Eastern

Management in consultation with nominated

representatives of Corporate People Strategies and the AFPA. 

AFPA/AFP HEALTH & SAFETY MEETINGS

The AFPA fortnightly meetings with the AFP National Health

& Safety Team has led to excellent result. The HRDT has

approved the introduction of a formal ‘on line’ reporting

mechanism for breaches of the CA. Health & Safety

Principles. Follow up action will take place.

Even if the breach is by genuine mutual consent a form

must be completed to ensure accurate recording of

breaches of the CA.

Reporting breaches of the Health & Safety Principles to

Director People Strategies is required under Attachment 2

A7 of the C.A:

‘All AFP employees must immediately report (or as soon as
possible thereafter) in writing or by email to the Director
Human Resources any breach of these Principles

Our Industrial Officer Steve Ramsden is a member of the

National Occupational health & Safety Committee which

meets bimonthly to address issues identified by both the

AFPA and the AFP. These dispute notices will be vital

evidence as we negotiate terms and conditions for

members. Please take the time to complete the forms.

AFPA/AFP ACT MANAGEMENT MEETINGS

Commander Ben McDevitt and Deputy Chief Police Officer

Denis McDermott now meet with the AFPA on a weekly

basis to discuss issues arising in the ACT.

AFPA is represented by the National President Jon Hunt-

Sharman, Vice President Community Operations Alen

Le Leivre and Principle Industrial Officer Craig Shannon.

A number of issues are being addressed to ensure that the

ACT policing complies with the C.A.

On 29 September 2000 the IRC Commissioner, Pat Leary

attended the National Police Remembrance Day prior to
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hoding the Board of Reference in Canberra. 

To get a first hand understanding of issues within the ACT,

Commissioner Leary carried out a site inspection in the

ACT. She also took the opportunity to go out on night

patrol until the early hours of the morning.

Commissioner Pat Leary is paying particular attention to

the ACT policing work environment. She is regularly

updated in relation to CA compliance issues and is closely

monitoring the progress of AFP management.

AFPA PROVEN CORRECT BY THE IRC IN
RELATION TO FORENSIC SERVICES.

PEU, ACT Crime Scenes, Forensic Services: The AFPA fought

to have these areas classified as Operational rather than

Commercial due to their work patterns being reflective of

Operational requirements. A Notice of Dispute was lodged

by the AFPA.

A Formal Hearing was held on the 29 September 2000 and

a formal decision made on Wednesday 11 October 2000

after Dr James Robinson gave evidence at the Hearing.

Commissioner Leary has deemed the following roles

Operational:

• Forensic Operations TL

• Forensic Discipline TL

• Armoury TL

• Forensic Team Member

• Armoury Team Members.

Although the decision by the IRC is welcomed and

completely supports the AFPA position, I find it incredible

that the AFP has forced the AFPA to waste time going to a

formal Hearings of the IRC.

AFP ACT CHIEF POLICE OFFICER
Mr John Murray

The AFPA welcomes the appointment of Mr John Murray as

the new Chief Police Officer in the ACT. John Murray was

appointed on the 11 September 2000. He has already met

with the AFPA with a view to improving cooperation and

consultation with the AFPA and its members.

We look forward to working with him to ensure that the

practitioners are listened to by management.

This is a great opportunity to make the ACT Community

policing more effective and professional whilst enhancing

the working environment for the employees.

LOBBYING RE EAST TIMOR ENTITLEMENTS

Lobbying is continuing to try and ensure that the 1st,

2nd and 3rd Contingents receive the same entitlements as

the military.

The Police Federation of Australia (PFA), the Returned &

Services League of Autralia (RSL) and ourselves are lobbying

politicians from all parties to have a tax free status declared

for members whilst serving in East Timor. 

The Treasurer Peter Costello and Minister for Finance John

Fahey at this stage have refused to give tax concessions to

police serving in East Timor.

The PFA and the AFPA are meeting with the Assistant

Treasurer Ron Kemp this week to raise our concerns.

We have also requested that United Nations reconsider its

decision in relation to Medals so that there is consistency

between the Police and the Military in regards to period of

deployment overseas.

AFPA LEGAL ADVICE RE EAST TIMOR
ENTITLEMENTS

We are still pushing for all UN payments owed, to be paid

to our members.

We have received comprehensive legal advice in relation to

Commissioner’s Determination 3/99.

The AFPA hopes the matter can be resolved without

resorting to Court action. However, we will not hesitate to

go down that path if the matter is not resolved within the

next 4 weeks.

PFA LOBBYING TO EXEMPT POLICE
MEMBERS FROM FBT

The PFA and the AFPA have been involved in extensive

lobbying to have Police exempt from the new reporting

requirements under the Fringe Benefit Tax amendment

Legislation. 

Police were having their Group Certificates ‘grossed up’ in

relation to use of marked and unmarked police cars, police

housing/rental assistance/ transfer, travel etc.

‘Grossing up’ does not increase income tax but does impact

on the Super Surcharge, Medicare Surcharge, Child

Support, HECS and other means tested benefits.

On the 11th hour (day of the budget) we had movement

from Government in relation to Marked Police cars and

Police Housing.

On 20 September 2000 the Assistant Treasurer Senator Ron

Kemp advised that the government had responded

generously to the range of concerns raised by the PFA. 

He advised that legislation has now been passed in relation

to exemptions for Police. Certain Police Housing is now

exempt. Travel to and from home in marked Police vehicles

is now exempt along with travel undertaken by police

officers in marked police cars whilst undertaking response

duties such as being available for ‘call out’.

This partial exemption is welcomed but we will continue to

fight for full exemption for all operational police vehicles.

The PFA and the AFPA will put forward to Senator Ron

Kemp at the meeting this week the case for FBT exemption

for unmarked police vehicles. I will keep members

informed of further developments.

AUSPOL HEALTH
DON’T FORGET THAT WE HAVE OUR OWN
MEDICAL FUND!!!

If you want more information about the AUSPOL Health
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Plan contact our office for a pamphet or contact AUSPOL

Health direct on the AUSPOL Hotline Ph 1800 155 065. 

AUSPOL Health Fund is administered by Manchester Unity

and is exclusive to AFPA and ALAJA members. Please

consider joining our Health Fund as it is ‘not for profit’ and

supports our new Welfare Funds for Law Enforcement

personnel and their families.

Contact AUSPOL Health for a quote on toll free ph:1800

155 065

OUR POLICE SUPER FUND!!!!
AUSPOL SUPERANNUATION

Our Australian Police Superfund, administered by PSI is

growing fast as members realize the benefits over standard

Superfunds.

1n 1998/99 PSI (AUSPOL) crediting rate was 11.40%. It is

anticipated that this year the crediting rating will be even

higher. 

Coupled with AUSPOL’s low administration fee of $1.00 per

week, makes AUSPOL one of the most cost effective

Superannuation Schemes available.

If you would like a free comparison with any other

Superfund or a qualified earnings projection please

contact:

Contact AUSPOL SUPER toll free ***Ph: 1800 025 241***

MEMBERS PRIVATE ACCESS TO AFPA
WEBSITE
www.afpa.org.au

AFPA members should have been issued with confidential

passwords to access the AFPA Website.

Non members will be able to access the general Website but

will not be privy to detailed membership information such

as Newsletters, CA Implementation Information, Industrial

and Legal Advice, or special membership services. They will

not be privy to current issues effecting members, or the

AFPA’s response etc.

If you have lost or not received your pass word please

contact the AFPA National Office on 02 6285 1677.

MEMBERS OWN SOCIAL & WELFARE CLUB

Commercial ‘In Confidence’ negotiations have been

finalised and we have entered into a strategic alliance with

the Canberra Services Club in Manuka. We have formed a

Law Enforcement and Defence Welfare Club. We now have

our own club in the ACT for social and formal functions. 

Proceeds from the Club will be returned to all members in

the form of welfare support. 

Serving Law Enforcement and Defence personnel and their

families will now be supported both in a Welfare and Social

sense utilising the CSC as part of the AFPA strategic plan.

Family friendly social functions will be developed utilising

the Clubs facilities.

A number of Associations such as the Peacemakers &

Peacekeepers Assoc; RSL Peacekeepers Sub Branch; United

Nations Civillian Police Assoc, International Police Assoc;

Australian Law & Justice Assoc. will utilise our Club.

Reciprocal rights to other clubs through out Australia are

currently being arranged. The CSC currently has recipical

rights to all RSL Clubs. 

The CSC club is in the parliamentary triangle, which is

easily accessible for interstate members and is safe and

secure for members and their families.

We now can recapture the true ‘Police family’ culture that

seems to have left policing. We now have a place where we

can have formal and informal functions, children and family

days Our own Club will give us the facilities needed.

If you intend to hold a function, conference, meeting,

lunch or dinner engagement please utilise your Club

so that the benefits are returned to you, your family

and your collegues. Bookings can be made by contacting

the CSC on ph: 02 6295 1389 or e-mail mail to:

c a n b e r r a s e r v i c e s c l u b @ b i g p o n d . c o m

canberraservicesclub@bigpond.com

Please consider making a $2.00 donation per fortnight.

Donations above $2.00 are tax deductable and will go to

looking after your fellow workers and their families in times

of crisis. 

Teaming up with ALAJA and the newly established

Charitable Trusts, members and families are finally

receiving the support they need in times of crisis.

Attached to this bulletin you will find details of this new

initiative so you can provide assistance to law enforcement

employees and their families.

I urge you to make a regular tax deductable donation.

Now you can support a Charity that directly supports you

and your colleagues.

THE AFPA IS MORE THAN JUST A TRADE
UNION

Many lateral entrants into the AFP have been surprised at

the services the AFPA supply compared to other Police

Associations/Unions. 

The AFPA stands out compared to others because:

• AFPA subscription fees are the lowest;

• AFPA provides free life Insurance of $63,000;

• AFPA provides legal assistance without mandatory limits

and on a case by case basis;

• AFPA provides welfare assistance to members;

• AFPA has a number of AUSPOL products including

Health Cover, Superannuation, Travel deals etc;

• All product trailers and commissions do not go into

administration of the AFPA but are put directly into our

Welfare Trusts to directly assist members of the AFPA and

their families.

I believe that we must continue to expand the role of the AFPA

to ensure that it does not just provide Industrial or Legal

services, but is able to provide a lot more Health, Family and

Welfare support along with Special member discounts.
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Our own Welfare Club, our own Charities & Welfare Funds,

Health Cover and Super fund is the start.

CURRENT LEGAL FUNDING UPDATE
ASSISTANCE TO MEMBERS 

Comcare Matters 20

Criminal Injury Compensations 33

Personal Injury Claim 03

Third Party Claim 15

Criminal Matter 06

Federal Court Matter 03

Human Rights Commission 03

Discrimination Matter 02

Unlawful Termination 02

Discipline/Work Related 10

FTA non renewal 07

LEGAL ADVISINGS RE Class Action:

East Timor 02

ATO 01

AFPA ZONE CO-ORDINATOR ELECTIONS:

If you are interested in becoming a Zone Coordinator for

your Principle Functional Stream please contact me so I can

give you more information about the new structure.

The new AFPA Zones are as follows:

• Zone Coordinator NSW (Intelligence & Investigations);

• Zone Coordinator VIC (Intelligence & Investigations);

• Zone Coordinator QLD/NT (Intelligence & Investigations);

• Zone Coordinator VIC (Intelligence & Investigations);

• Zone Coordinator SA (Intelligence & Investigations);

• Zone Coordinator WA (Intelligence & Investigations);

• Zone Coordinator ISA/II/ES;

• Zone Coordinator Electronic & Physical Surveillance;

• Zone Coordinator Protective Security;

• Zone Coordinator Forensic.

• Zone Coordinator City Station;

• Zone Coordinator Woden Station;

• Zone Coordinator ACT Traffic and Operations Support;

• Zone Coordinator Belconnen Station;

• Zone Coordinator Winchester Centre;

• Zone Coordinator Tuggeranong Station;

• Zone Coordinator Territory Investigation Group.

• Zone Coordinator Asset Bus/ Fin/ Legal Management;

• Zone Coordinator Clerical & Admin;

• Zone Coordinator HR/ Health & Safety;

• Zone coordinator IT/Eng/Technical;

• Zone Co-ordinator Knowledge Mgt;

• Zone Coordinator Policy & Planning.

Elections will be called soon for the above positions.

Jon Hunt-Sharman
AFPA National President
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There is

more to Chubb

than meets
the eye.

Chubb Protective Services
A Division of Chubb Security Australia Pty. Ltd.
58 McMinn Street, Darwin, NT 0800, Australia
Ph: 8946 0945 Fax: 8941 7225 Dir: 8946 0940

PDAE 4GS377-2000 ABN 61 077 352 679 5 Blue Street, North Sydney, 2060

1800 625 588

Australian Benefit Solutions Pty Ltd (ABS) is a company specialising in
providing benefit packaging and financial planning advice.

An Australian Benefit Solutions Consultant can provide you with the
best options available to make the most of your disposable income
and achieve your financial goals

Call now for a FREE CD ROM 
on a salary packaging or a
FREE NO OBLIGATION CONSULTATION ON 

1800 625 588
VIC - NSW - SA - WA - QLD



Australian Federal Police Association Journal Special Issue 2000 – Page 9

The Foundation’s have been established to assist any family without discrimination. They reflect a more national,

community oriented spirit encompassing not only the federal, state and territory law enforcement and emergency service’s

agencies but also a genuine concern and commitment in supporting any person who due to hardship may need assistance

following a time of crisis.

For example, many families and not only those involved in law enforcement or emergency services have been devastated

by the recent North Queensland Floods and the Crookwell fires. There are many recorded tragic deaths and burning of

volunteers that have occurred during Bushfires and continue to endure extreme hardship and loss of family through no

fault of their own.

The Foundation’s can provide material assistance to those affected and help in rebuilding their lives.

OBJECTIVES

❖ Develop a professional affinity between the respective law, justice and emergency services agencies

❖ Develop a strong national organisation representing law’ justice and emergency services personnel and volunteers

❖ Educate, protect and support those employees and families who have accepted a heavy burden in protecting our

national interest

❖ Achieve greater community understanding and respect for law enforcement and emergency services methods and the

justice system in Australia

❖ Conduct seminars and public forums related to specific topical law enforcement and emergency services issues

❖ Provide scholarships to educational courses that encourage a greater understanding of or participation in the law

enforcement, justice and emergency services community

❖ Publish journals, books and newsletters on issues aimed at furthering an understanding of contemporary law and

emergency services issues

❖ Fund research aimed at promoting and developing public policy on law, justice and emergency services issues

❖ Assist the funding of community safety projects

❖ Provide funding to educational institutions to assist the development and provision of courses in law and emergency

services

❖ Establish a mentor scheme to assist those who have newly joined the law, justice and emergency services community

❖ Make donations to other charitable organisations with a particular focus on organisations who care for those suffering

illness, disability, poverty or who are homeless

❖ Operate a ‘Disaster Relief Program’ to assist those who may suffer because of fire, flood or other natural disasters

❖ Operate a ‘Make a Wish Come True Program’ for those who are terminally ill

❖ Provide material/financial assistance or sustenance to those who have suffered extreme hardship or loss of family

through no fault of their own.

MAKE A DONATION

THE AUSTRALIAN LAW
and JUSTICE FOUNDATIONS

Level 1, 6 Campion Street, Deakin ACT 2600
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Obligation free design & quote
• No deposit/Pay only on completion • 3 months interest free • Fast builders service

•2500mm high x 1840mm wide
including end panel, hat shelf,
hanging rail and adjustable
shelves. With pastel vinyl doors
$710 with mirrored doors $740

EXCELLENCE IN QUALITY & EXCELLENCE IN SERVICE

SHOWERSCREENS MIRROR & GLASS SECURITY DOORS

•Security doors and security window
grilles can be custom made to fit your
requirements. Tough, strong and
good looking. Ask for an obligation
free quote.

*Price based on front only screen, standard height,
wire glass. Huge range of styles and colours.
Pivot, sliding and bi-fold.

TOLL FREE 132 543

and walk-in robes

SHOWERSCREENSBUILT-IN ROBES

Made to measure

NEW AQUA
PIVOT

Tricia corner screen
with Pivot Door

Slim line framing gives the AQUAPIVOT a
fresh modern look

Crescent curved
glass screen

Security doors come in a wide variety
of colours and grilles to suit your
requirements



Australian Federal Police Association Journal Special Issue 2000 – Page 11

Make a Donation
Please print this form and fax it to (02) 6285 2090

or attach your cheque and post it to:

Australian Law and Justice Foundation
P.O. Box 263

Deakin West ACT 2600

CALL OUR DONATIONS LINE ON (02) 6285 1677

Date:......................................................................................................... Amount: $..........................................................................................

Title:........................................................................................................................................................................................................................................

Address: ..............................................................................................................................................................................................................................

City/Town:........................................................................................................................................................................................................................

Postcode:...........................................................................................................................................................................................................................

Telephone: ......................................................................................................................................................................................................................

Signature: .........................................................................................................................................................................................................................

Comments:

CARD TYPE: � Bankcard � Visa � Mastercard

� Diners Club � American Express � Cheque

Card Details: ....................................................................................................................................................................................................

Name on Card:..............................................................................................................................................................................................

Expiry Date: ......................................................................................................................................................................................................
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Invest in your career
Graduate Certificate of Gender and Policing
By part-time, off campus study
Bachelor of Arts (Police Studies)
By full-time or part-time, off campus study

The Graduate Certificate of Gender and Policing is offered by the
School of Social Inquiry at Deakin University and is an innovative
new professional development program, designed to enhance the
promotional prospects of members of the police and people working
in allied professions.

Studies include Gender and Crime, Theory and Practice in
Criminology; and Gender, Police Culture and Research.

Applicants are required to have either
- a Bachelor of Arts degree; or
- graduation from a Police Academy and several years’ work

experience; or
- other approved qualifications and relevant experience in that area.

The Bachelor of Arts (Police Studies) gives an understanding of
policing practices and philosophies in Australia and internationally
and explores contemporary issues as they apply to both State and
Federal policing.

For further information, please contact:
Admissions, Deakin University
Geelong Campus, Geelong, Victoria 3217
Telephone: (03) 5227 2498
Facsimile: (03) 5227 1300
Email: admissions@deakin.edu.au

Proudly sponsored by

J.G.L.
INVESTMENTS

PTY.

Murray DeLaine, M.P., J.P.

State Member of Parliament
for Price

Opposition Whip

Proud to support the AFPA’s work in one of the
community’s toughest jobs

Phone: (08) 8243 0062
Suite 4C, 98-102 Woodville Road, Woodville

(in Spastic Centre complex)
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Everyone has a right to a working environment free from

harassment. The Australian Federal Police Association

(AFPA) has an obligation and responsibility to keep the

workplace free of harassment and in cooperation with the

AFP, this objective is being achieved.

In November 1995 the AFPA National Council endorsed the

AFPA ‘Prevention of Sexual Harassment’ policy. Entering

into the new millennium it was fitting that our policy be

revised. At the AFPA National Executive meeting of August

1999 the new and revised policy was endorsed and then

finalized in December 1999. 

The AFPA will not tolerate any form of harassment in the

workplace and will aim to prevent workplace harassment

through the strict adherence to and enforcement of, our

‘Workplace Harassment Prevention’ policy.

The AFPA is committed to taking all necessary steps for the

protection and safety of our members and employees in

the course of their occupation. As part of achieving this

objective we strive to eliminate harassment from our

members’ workplaces.

Workplace harassment is not only unlawful, but denigrates

the professionalism of our organization and creates serious

occupational health and safety concerns for everyone.

Anyone who is being harassed has the right to complain and

take action. If you experience a problem or would like to

know more about your rights and obligations regarding

harassment issues you should:

• Be aware of the AFPA ‘Workplace Harassment

Prevention’ policy;

• Talk to an AFPA official or an AFPA Workplace

Harassment Prevention Contact Officer;

• Talk to an AFP Equity and Diversity Contact Officer;

• Complain about the behaviour. This can include telling

the person harassing you that the remark or behaviour is

unacceptable;

• Report the matter to your supervisor or senior

management or report the incident via the Professional

Reporting Guidelines of the AFP.

It is up to everyone to prevent and therefore STOP

workplace harassment. When you see someone being

harassed or you feel uncomfortable about the behaviour of

your peers, tell them that their behaviour is not acceptable.

HELP US HELP YOU – CONTACT THE AFPA FOR

ASSISTANCE AND/OR FOR MORE INFORMATION

REGARDING WORKPLACE HARASSMENT ISSUES.

WORKPLACE HARASSMENT PREVENTION
POLICY
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8. IMPLEMENTION STRATEGY – AFPA WORKPLACE
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AFPA WORKPLACE HARASSMENT
PREVENTION POLICY

1 .AIM

This policy aims to provide a working environment free

from workplace harassment. To this end, the Australian

Federal Police Association (AFPA) will provide education

and processes that will ensure employees are aware that

the AFPA will not tolerate harassment in the workplace. The

AFPA aims to prevent workplace harassment by:

• Making AFPA members and AFPA employees aware

through education that any form of harassment in the

workplace is not acceptable;

• Treating all complaints of workplace harassment seriously

and sympathetically, and resolving them promptly;

• Informing those confronted with a harassment issue of

options for resolution;

• Monitoring the incidence of workplace harassment;

• Working with AFP management to prevent harassment in

the workplace.

The AFPA is committed to taking all necessary steps for the

protection and safety of its members and employees in the

course of their occupation. As part of achieving this

objective, the AFPA strives to prevent and therefore

eliminate harassment from the workplace.

The AFPA’s view is that workplace harassment is an issue

that directly effects the occupational health and safety of all

its members and its elimination will directly improve and

maintain the interests of all members. To eliminate

harassment from the workplace, the AFPA has strategies to

prevent the workplace harassment of its members and

employees. This policy is a central element of those

strategies and combined with grievance procedures,

identifying contact officer(s), training its officials, and

monitoring of the extent of workplace harassment, aims to

eliminate harassment from AFP workplaces.

The AFPA sees its role as being important to the prevention

and elimination of harassment in the workplace. The AFPA

believes that it has a role in providing confidential advice

and assistance in order to provide prompt and satisfactory

resolution of workplace harassment issues. The AFPA will

treat all complaints seriously, confidentially and

sympathetically and will provide advice and assistance to any

AFPA employee or member who is harassed in the workplace.

The AFPA believes everyone has the right to work in an

environment that is free from intimidation, threat and

humiliation. The AFPA will not tolerate harassment of its

members for any reason and will not tolerate workplace

harassment under any circumstances. 

Workplace Harassment Issues and the AFPA

Any AFPA employee or member who has an issue regarding

workplace harassment is entitled to confidential advice and

assistance from the AFPA.

The AFPA will treat all issues of workplace harassment seriously

and will take prompt and decisive action on harassment

matters. Harassment issues will be treated with the strictest

confidentiality and will be resolved fairly and equitably.

Each official and representative of the AFPA has a responsibility

to prevent harassment in the workplace. Officials and

representatives have an obligation to ensure all AFPA members

are aware of the need to respect their co-workers and how

certain behaviour may offend different people.

AFPA Workplace Harassment Prevention Contact Officers

have been trained to provide advice and assistance

regarding issues concerning harassment in the workplace.

AFPA National Workplace Harassment Prevention Co-ordinator

and Contact Officers

The National Council will bi annually nominate a

Workplace Harassment Prevention Co-ordinator. His or her

role is to co-ordinate and monitor issues of workplace

harassment, to deal with any cases referred by Zone contact

officers, keep members and employees informed of the

AFPA policy and procedures and review and refine the

policy and procedures. The Co-ordinator will report bi

annually to National Council and regularly to the National

Executive.

All National Council delegates, including the National

Executive and each Zone Coordinator, plus at least one

other within each Zone and all AFPA employees, will be

trained as AFPA Workplace Harassment Prevention Contact

Officers. The names, locations and contact numbers of

these officers will be published in each AFPA Journal. It is

the responsibility of Zone Co-ordinators to ensure that the

National Workplace Harassment Prevention Co-ordinator is

kept advised of the contact officer’s details.

The National Executive will provide training with regular

refresher training to update skills of nominated AFPA

Workplace Harassment Prevention Contact Officers. This

training will involve how to handle workplace harassment

issues, the legislative framework, and the AFPA’s procedures

for dealing with harassment issues and strategies for

preventing workplace harassment.

2. WHAT IS WORKPLACE HARASSMENT?

Workplace harassment is a form of workplace discrimination.

It is therefore unlawful. 

Workplace harassment is also a serious occupational health

and safety issue. Harassment in the workplace is detrimental

to the health, safety and well being of all AFP employees. 

Workplace harassment is unsolicited and unwelcome

behaviour of a nature which may cause offence or distress

to its recipients, and which creates an intimidating, hostile

or offensive environment. Acts or behaviour, which may

appear to be humorous and/or insignificant to one person,

may be disturbing and distracting to another. Harassment

occurs when the behaviour and/or language in question are

found to be offensive. Behaviour or language that neither

party finds offensive is not harassment, although others

witnessing that behaviour or language may find it offensive.
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People are often so distressed by being harassed that they

are unable to properly or safely do their work, have

increased absenteeism and may even resign. Productivity

decreases in a hostile work environment. Every time

harassment occurs, at least one employee is preventing at

least one other employee from working. If someone is

being harassed and nothing is being done about stopping

it, morale is also lowered.

Some examples of Workplace Harassment (but not limited

to):

• Interference with an employee’s workspace, work

materials, equipment or property;

• Unjustified and unnecessary comments about an

employee’s work or capacity for work;

• Exclusion of an employee from normal conversations,

work assignments, work related social activities and

networks in the workplace;

• Comments about a person’s physical shape, appearance,

age. 

Harassment is not only unlawful in the workplace, but:

• In the provision of goods, services and facilities;

• In accommodation and the sale or lease of land;

• In clubs;

• In administration of Commonwealth laws and

programs;

• Where an employer harasses an employee, an applicant

for a job, a contract worker or a person who is paid on

commission;

• When an employee, contract worker or commission

agent harasses a fellow employee, contract worker or

commission agent;

• A partner of a company harasses a fellow partner or

someone who is seeking to become a partner;

• A ‘workforce participant’ harasses another ‘workforce

participant’, for example where the two people work on

the same premises but have different employers;

• Members of organizations which grant occupational

qualifications harasses applicants for qualifications;

• A person employed by a trade union harasses a member

of the union;

• A person operating an employment agency (or a

member of staff) harasses someone who uses the

agency’s services.

An employer is liable for acts of unlawful workplace

harassment by employees or ‘agents’, however an employer

may not be held liable if it can be shown that all ‘reasonable

steps’ were taken to prevent the harassment from

occurring. Reasonable steps could include issuing a policy

statement on workplace harassment, training all staff and

management about prevention and implementing effective

complaint procedures.

A complaint of workplace harassment by a person

employed under the AFP Act is considered a complaint

under the Australian Federal Police (Complaints) Act 1981

and should be investigated by AFP Internal Investigations.

Section 111 of the Sex Discrimination Act protects anyone

who has lodged a complaint of workplace harassment with

the Human Rights and Equal Opportunity Commission

from civil action for defamation. It also protects anyone

who has made a submission, given evidence and

information or provided documents to the Commission. It

is not the AFPA’s policy to fund defamation cases between

members.

Legislative Provisions

Harassment is made unlawful by The Sex Discrimination Act

1984; The Racial Discrimination Act 1975; the Disability

Discrimination Act 1992 and is supported by the

Occupational Health and Safety Act 1991 (these are all

Commonwealth legislation).

Under the Sex Discrimination Act 1984, sexual harassment

is defined as unwanted, unsolicited and unreciprocated

conduct, including oral and written statements, of a sexual

nature. This can effect anyone regardless of gender, age or

sexual preference. Different social or cultural backgrounds

may lead people to perceive certain conduct differently.

The Racial Discrimination Act 1975 defines as unlawful any

act involving a distinction, exclusion, restriction or

preference based on race, colour, descent or national or

ethnic origin to a person which has the purpose or effect of

nullifying or impairing the recognition, enjoyment or

exercise, on an equal footing, of any human right or

fundamental freedom in the political, economic, social,

cultural or any other field of public life.

The Disability Discrimination Act 1992 outlaws any

discrimination or harassment in employment due to

disability. This includes harassment or discrimination based

on a relative or an associate having a disability. Disability, in

brief, covers disease, disfigurement, total or partial loss of

physical or mental functions and also people using

palliative or therapeutic devices. Such a disability can be

present at the time, have occurred in the past, may occur in

the future.

The OH & S Act 1991 ensures employers take all reasonably

practicable steps to protect the health and safety of their

staff at work. Employers must provide and maintain a work

environment that is safe for employees minimizing risk to

their health and ensuring adequate facilities for their

welfare in the workplace. Failure to take reasonable

precautions to prevent workplace harassment from

occurring, or to deal promptly and effectively with any

complaint of harassment, may be in breach of an

employer’s duty of care to employees.

Each State and Territory has its own workplace harassment

prevention legislation and it is incumbent on all AFPA

officials and representatives to be familiar with the

legislation relevant to their state/territory. The current

status of the legislation can be obtained from your local

office of the Human Rights and Equal Opportunity

Commission.

The question of which legislation a complaint should be
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made under must be considered carefully and the advice of

the Human Rights and Equal Opportunity Commission

(HREOC) should probably be sought. The Commonwealth

Sex Discrimination Act prohibits an action being brought

under its provisions where action has already been taken

on the same matter under State law. The State legislation

does not contain a corresponding provision, therefore if a

complaint under the Federal Act does not succeed;

recourse may be through State legislation.

Victimization

A person who lodges or intends to lodge a complaint of

workplace harassment is protected by the legislation from

victimization. This means that it is unlawful to retaliate

against a person just because he or she wishes to complain

about harassment or discrimination. Only the Victorian

Equal Opportunity Act does not contain a specific

victimization provision.

Protection is also given to a person who gives evidence or

information in proceedings conducted under any of the

Acts.

3. ARE YOU or HAVE YOU BEEN HARASSED?

What do you do when you are, think you are, or have been

harassed:

• Contact someone from your local AFPA Zone, for

example your Zone Co-ordinator, Zone delegates or one

of the AFPA’s Workplace Harassment Prevention Contact

Officers for advice. Contact Officers are listed in each

AFPA Journal.

• Contact one of the AFP’s Equity and Diversity Contact

Officers for advice. Details of the AFP’s policy and

contact officers can be found on the IntraWEB.

Think about what you want done about the issue and based

on that, decide what option towards resolution you want to

take. For example:

– You want the offensive behaviour or language to stop.

– You may want an apology from the alleged harasser.

– You may want greater understanding and appreciation

by all parties about what constitutes offensive

behaviour or language.

– You may want personal or group counseling.

You may want to take formal action through AFP grievance

and complaint procedures.

You may want to take formal action through HREOC.

The AFPA Workplace Harassment Prevention Policy 

4. RESOLUTION

In resolving issues of workplace harassment, the aim of the

AFPA is to resolve the matter to the satisfaction of the

person raising the issue at the most informal level possible

based on the wishes of the person raising the issue and to

ensure any offensive behaviour stops.

Options for resolution of the issue may be either informal

or formal avenues:

Informal

Examples of resolving the matter informally (but not

limited to):

Talking to the alleged harasser yourself and advising them

that their behaviour is offensive and asking them to stop, or

writing the alleged harasser a letter letting them know the

behaviour which is offensive and asking that it stops. While

using either of these options, ensure you keep to the facts

i.e. what was said or done and the effect of it.

Talking to the alleged harasser about the issue with the

AFPA Workplace Harassment Officer or AFP Equity and

Diversity Contact Officer present.

Taking the issue directly to your immediate manager or

team leader. Alternatively, if your immediate manager or

team leader is the alleged harasser, you should approach

someone in senior management to resolve the situation.

Formal

Examples of resolving the matter formally (but not limited

to):

Taking up the issue through the AFP Grievance Handling

Procedures or making a formal complaint through the AFP

using the AFP formal complaints procedures set out in the

Regulations. The matter may be resolved via this avenue by

Workplace Resolution mechanisms depending on the

seriousness of the issue.

Making a formal complaint through the Human Rights and

Equal Opportunity Commission (HREOC) under the Sexual

Discrimination Act 1984, the Racial Discrimination Act 1975

or the Disability Discrimination Act 1992. This complaint

can be lodged by you or the AFPA on behalf of you.

If at all possible and the circumstance allows, informal

workplace resolution should be attempted before formal

avenues are pursued.

5. DEALING WITH ISSUES OF WORKPLACE
HARASSMENT

Advice and assistance on issues of workplace harassment

should be sought from an appropriately trained AFPA

representative or an appropriately trained AFP Equity and

Diversity Contact Officer. The aim of resolving the issue

being in accordance with the wishes and satisfaction of the

person raising the issue.

Role of an AFPA official

When a member approaches an AFPA official with an issue

of workplace harassment, if the person raising the issue

agrees, the member should be referred immediately to an

appropriately trained AFPA Workplace Harassment

Prevention Contact Officer. If the contact officer is not able

to provide advice and assistance, then another trained

officer, who is acceptable to the person raising the issue,

should immediately be located to provide advice and

assistance with the issue. 

Obtaining advice from an appropriately trained AFP Equity

and Diversity Contact Officer can also be suggested.
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AFPA employees

If an employee of the AFPA is advised of, or has an issue of

workplace harassment, they should contact the AFPA

Workplace Harassment Prevention Co-ordinator or a

member of the National Executive of the AFPA, all of whom

have been trained to give confidential advice and assistance.

If this is not suitable, they should contact an AFPA

Workplace Harassment Prevention Contact Officer who can

offer advice and assistance.

Role of an AFPA Workplace Harassment
Prevention Contact Officer

The role and responsibility of an AFPA Workplace

Harassment Prevention Contact Officer in relation to issues

of workplace harassment is to:

• Be appropriately trained to deal with issues of

harassment;

• Be identifiable and accessible;

• Have a good knowledge of the AFP Workplace

Harassment Policy and the AFPA Workplace Harassment

Prevention Policy and associated relevant legislation;

• Have the harassment issue dealt with to the wishes of

the person raising the issue;

• Be aware and sensitive to the issues involved in

workplace harassment;

• Acknowledge personal biases and/or lack of knowledge

and seek assistance if further advice is needed;

• Provide unbiased advice and assistance to the person

raising the issue;

• Not discuss that particular issue with anyone without

the permission of the person raising the issue;

• Provide information and explore the range of options

available for resolving a workplace harassment issue.

In achieving the desired outcome as advised by the person

raising the issue, the Workplace Harassment Prevention

Contact Officer can:

• Assist the member to resolve the matter informally/

formally;

• Accompany the member to interviews and/or internal

inquiries if the member desires, and at the interview,

witness and clarify the policy and procedure;

• Follow-up the matter and ensure that the member is

satisfied with the outcome and that any negotiated

agreements are working and the harassment has

stopped;

• Make sure all parties are aware that the matter should be

treated confidentially.

Allegations against AFPA Officials &
Employees

Where an allegation of workplace harassment is directed

against an official or employee of the AFPA, such matters

must be referred to the National President or the Chief

Executive Officer for their attention and consideration. If

this is not suitable, the matter should be referred to the

AFPA Workplace Harassment Prevention Co-ordinator. 

Where an allegation of workplace harassment is directed

against the National Executive or National Council, such

matters must be referred to the National President or the

Chief Executive Officer of the Police Federation of Australia

for their attention and consideration.

Legal Assistance

If the situation arises where legal assistance is required for

the person raising the issue or the alleged harasser, the

Zone delegate who is dealing with the matter will submit

the appropriate request to the AFPA Chief Executive Officer

via the Workplace Harassment Prevention Co-ordinator. In

order to preserve the confidentiality of those involved, the

Zone delegate dealing with an issue of workplace

harassment should circumvent the usual requirement of

having the Zone committee recommend the matter. He/she

should prepare a recommendation and forward it to the

Workplace Harassment Prevention Co-ordinator. The legal

request will then be considered by the National Executive.

Who are the AFPA Workplace Harassment
Prevention Contact Officers?

The AFPA Workplace Harassment Prevention Contact

Officers will vary from time to time. The updated list of

Officers will be posted on the website in the coming weeks.

All National Executive members/Zone Coordinators are

trained as AFPA Workplace Harassment Prevention Contact

Officers.

Kim Jerrim

Canberra ph:(02) 62567408

AFPA Workplace Harassment Prevention Co-ordinator

6. AFPA WORKPLACE HARASSMENT
PREVENTION CONTACT OFFICER
PROCEDURES WHEN DEALING WITH A
WORKPLACE HARASSMENT ISSUE:

Dealing with the person raising an issue of harassment …

The following steps when dealing issues of workplace

harassment are recommended:

• Make sure you are appropriately trained to deal with the

issue.

• Make sure you know the AFPA’s and the AFP’s policies

and procedures for dealing with issues of workplace

harassment. Be aware of your own biases and

preconceived ideas about workplace harassment.

• Find a quiet place and set aside enough time to hear the

issue in full. Make sure the area is private and

comfortable, and that you will not be interrupted, have

some tissues, a glass of water, pen, paper, and any

relevant papers you need e.g. the workplace harassment

pamphlets.

• Hear out the issue seriously and sympathetically. Use

your listening skills and let them speak. Be aware that

the person raising the issue may get upset – be patient 
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and give them time to talk. Reassure the person raising

the issue that it is not his or her fault.

• Allow the person raising the issue to bring another

person to the interview.

• If the person raising the issue feels uncomfortable using

English arrange for an interpreter.

• If the person raising the issue feels uncomfortable with

the interviewer, offer him or her the choice of talking

about the issue with another person.

• Offer the person raising the issue counseling and

support services.

• Reassure the person that you will maintain strict

confidentiality and suggest they only discuss the issue

with others in the strictest confidence. This is to

minimize rumour until the issue has been resolved. If

confidentiality is breached it may leave you and the

person raising the issue open to defamation action if the

issue has not been formally lodged. It may also lead to

victimization of the person raising the issue or any

witnesses. Make sure allegations and details are only

disclosed to those who need to be involved and

therefore must know.

It is up to the person raising the issue to decide what they

want as an outcome and the avenues to be used to achieve

that outcome. Give them time to come to that decision.

Advise the person raising the issue on options available for

achieving a desired outcome:

– Personal approach to the harasser;

– Informal procedures within the AFP e.g. approaching

your supervisor;

– Formal procedures within the AFP e.g. grievance and

complaint avenues;

– Formal procedures with outside agency, e.g. Sex

Discrimination Commissioner;

– Encourage them to take some action and not to ignore

the behaviour.

Also advise the person raising the issue:

– Not to resign;

– Not to accept a transfer as the best solution;

– That the matter will be treated absolutely confidentially;

– That it is unlawful for one person to harass another.

Obtain as much information as possible from the person

raising the issue, keeping in mind what he or she wants as

an outcome and the process towards formal or informal

resolution. Get a broad outline of the allegation, then a

step-by-step account. (Two interviews may be necessary).

Suggested questions to ask the person raising the issue

include:

– When and where did the incident(s) happen?

– Who did it?

– What was said and done?

What did you do? Have you confronted the person? 

What was his or her response? Have you said anything to

them?

– Has this happened before? How did you deal with it

then?

– How are you feeling about the person?

– What is your work relationship with the alleged

harasser?

– In what way is this harassment affecting your work?

– Did anyone else observe or hear it?

– To your knowledge, have others had similar

experiences?

– Have you told anyone else about what happened?

– Did you keep any notes about what was going on? (In

your diary for example).

– Do you know what your options are?

– Do you need a support person or counselor?

– Do you need some time off?

– Do you want to make a formal complaint?

– What would you like to do about it? 

– How can this situation be resolved right now?

– What would you like me or the AFPA or the AFP to do?

Take accurate notes, using the person’s own words where

possible. Check all details with the person raising the issue.

Do not get too emotionally involved.

Document the allegation, its progress and outcome and

ensure these documents are secure.

Resolve the matter in accordance with the wishes of the

person raising the issue as quickly as possible: conciliation

is the best outcome. If the matter cannot be resolved or

there can be no conciliation, make sure that the matter is

referred to the appropriate area or agency for resolution

but only in accordance with the wishes of the person raising

the issue.

If it is necessary to move one of the workers while the issue

is being investigated, it is important to ensure that the

person raising the issue is not automatically chosen as the

one to be relocated.

Set up a resolution timeframe and set strategies to achieve

that deadline.

Follow-up any matters that require it.

Ensure to the member’s well being.

Ensure the behaviour stops.

Remember, the person raising the issue of workplace

harassment may:

– Want the harassment to stop;

– Want things to go back to normal;

– Not want to get a reputation as a trouble-maker;
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– Fear retaliation in response to their complaint;

– Blame themselves;

– Be concerned about the loss of privacy if they pursue

their complaint;

– Not want to lose control of the issue;

– Feel they have no proof and will not be able to establish

the truth;

– Only be interested in ensuring that the same thing will

not happen to others;

– Be in distress, sometimes very serious distress;

– Have been ‘putting up with it’ for some time;

– Not feel comfortable taking the issue to management;

– Have previously valued the friendship or support of

the alleged harasser and feel confused about the

harassment;

– Suggest that it is probably pointless to complain;

– Want someone to be with them in any discussions or

interviews;

– Feel like leaving their job;

– Discuss just ‘putting up with’ the problem;

– Be suffering stress-related symptoms, either physical or

psychological;

– Want disciplinary action against the offender;

– Be uncertain about what they want to do;

– Want to learn how to deal directly with the harasser;

– Have been too afraid to discuss the situation even

though it may have been building up over time.

If you are dealing with the person raising the issue, do not,

under any circumstances, approach the alleged harasser.

Another contact officer may offer assistance to him or her if

the issue is to proceed through formal avenues. The timing

of such an approach should be carefully considered and

should probably not take place until the person raising the

issue has decided what action he/she intends to take. For

example, do not approach the alleged harasser if the person

raising the issue wishes to resolve the matter himself or

herself and only approached you to ask for advice on how

to ask the harasser to stop. If the person raising the issue

wishes the matter to be formally resolved within the AFP,

then immediate assistance should be arranged.

Dealing with the alleged harasser …

If the alleged harasser is an Association member, he or she

is also entitled to the Association’s assistance.

If you are asked to talk to an alleged harasser, or someone

approaches you because allegations of workplace

harassment have been made against them, you must make

sure that you are appropriately trained to assist them, if not,

please refer them to another AFPA official who is more

appropriate. 

Providing you are appropriately trained, you may wish to

consider the following when dealing with this situation:

– Conducting any interview or discussions in private;

– Giving them the opportunity to respond to the

allegation;

– Listening to their story without interrupting and try to

corroborate facts;

– Explaining what workplace harassment is and draw

attention to the AFP and AFPA’s policies on preventing

workplace harassment;

– Pointing out that workplace harassment is unlawful;

– If there is agreement that the incident took place,

suggest and encourage some informal remedies such as

apologizing;

– Ensuring that there is an undertaking from the harasser

that the behaviour will cease immediately;

– If there is denial or disagreement, advise that there may

need to be further investigation;

– Advising that the issue should not be discussed with co-

workers or with the person who has raised the issue;

– Advising that any sort of victimization of the person

raising the issue is unlawful and the Human Rights and

Equal Opportunity Commission has quite wide ranging

powers in relation to any allegations of victimization.

Be aware of your own limitations and seek advice when you

need to, or refer the matter to someone who is better able

and willing, to deal with the subject matter. In such

circumstances seek prior approval from the person

involved in relation to your intended course of action.

Be able to evaluate the case without being judgemental.

Remember there are always two sides to a story. Be aware

of the possibility of ‘false’ or ‘revenge’ accusations.

If the person raising the issues decides to try to address the

matter by himself or herself, follow-up to ensure it has been

resolved to their satisfaction.

Review the policies and procedures to ensure they are

adequate and provide feedback to the AFPA’s Workplace

Harassment Prevention Co-ordinator.

What issues may arise when providing advice and assistance

to someone whom is accused of workplace harassment?

They may:

– Deny that it happened;

– Be offended by the accusation;

– Trivialize the complaint, and not understand the serious

consequences;

– Be concerned about confidentiality; 

– Blame the person raising the issue, not themselves;

– Be afraid of punishment;

– Want things to go back to normal (the way they were

before anyone complained);

– Be concerned about their reputation;

You may hear statements like:
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– ‘It never happened’;

– ‘They just can’t take it’;

– ‘I was just being friendly, she/he took it the wrong way’;

– ‘I was just joking’;

– ‘They have no sense of humour’;

– ‘She/he was asking for it’;

– ‘She/he encouraged it’;

– ‘Treat him/her no differently from any of the others, and

they don’t mind; they take it in the spirit it’s meant’.

DO’S AND DONT’S when dealing with an
issue of Workplace Harassment

Do

– Ensure that you have been adequately trained to deal

with issues of workplace harassment;

– Be aware of your own biases and preconceived ideas

about workplace harassment, and make sure you remain

impartial and do not prejudge the situation;

– Listen carefully; acknowledge that the person may be

feeling distressed, angry or frightened;

– Make sure the matter remains confidential. Keep the

number of people involved down to a minimum; try to

minimize the possibility of damaging rumours or gossip;

– Make sure that the matter is dealt with quickly and

follow it up to make sure that it is resolved to everyone’s

satisfaction;

– Ensure the behaviour stops

Don’t

– Do not let the behaviour continue;

– Do not breach confidentiality;

– Do not make any assumptions about the validity of the

complaint or its likelihood of success;

– Do not leave the person raising the issue in a potentially

dangerous or stressful situation;

– Do not allow the person raising the issue be transferred

from the area unless it is with their agreement and approval;

– Do not tell the person raising the issue to ignore it; most

cases get worse when ignored;

– Do not blame the person raising the issue; they should

not feel guilty for complaining about harassment;

– Do not delay action; try to resolve the issue quickly, to

the wishes of the person raising the issue;

– Do not allow the person complaining to be victimized or

disadvantaged.

7. PREVENTING WORKPLACE HARASSMENT –
EVERYONE’S RESPONSIBILITY

We all have a responsibility to ensure our workplace is free

of harassment.

We can prevent Workplace Harassment by:

• Promoting behaviour and aptitudes which discourages

workplace harassment;

• Setting an example by your own behaviour;

• Being aware of what is appropriate behaviour;

• Being aware that the AFPA does not tolerate harassment

in the workplace;

• Being aware that you must treat any allegation of

workplace harassment appropriately or you and the

AFPA may be liable for damages;

• Encouraging reports of any offensive, humiliating or

intimidating behaviour to the AFPA or the AFP;

• Being aware of how to make a formal complaint;

• Being aware of the AFP and the AFPA Workplace

Harassment Prevention Policies and know whom the

AFP and the AFPA’s Workplace Harassment Prevention

Contact Officers are.

Do not let inappropriate behaviour pass without negative

comment. Stand up for yourself and your colleagues and

remember that the AFPA is here to support you. Help us

help you by contacting us if there is inappropriate

behaviour in the workplace.

8. IMPLEMENTATION STRATEGY AFPA
WORKPLACE HARASSMENT PREVENTION
POLICY

The National Council Committee first adopted the AFPA’s

Sexual Harassment Prevention Policy in 1995. The original

policy has been refined and updated and now reflects

harassment issues on a broader scale within this new AFPA

Workplace Harassment Prevention Policy.

The AFPA Workplace Harassment Prevention Policy will be

widely circulated to all AFPA members through the AFPA

Journal showing details of the AFPA Workplace Harassment

Contact Officers and the Co-ordinator. Other material will

be produced e.g. posters and pamphlets which will be

displayed and distributed in workplaces throughout the

AFP.

Training is a central component to the policy and all

National Council delegates and Zone Workplace

Harassment Prevention Contact Officers will be trained.

There will be continuing ad-hoc training after the initial

training and, as seen necessary. National Council and

National Executive meetings will include update segments.

Delegates’ skills will be updated accordingly.

This Policy and the role of the Workplace Harassment

Prevention Officers and Co-ordinator will continue to

develop and be refined based on the emerging needs and

further input from members and Zone officials. All

members of the AFPA are subject to this policy and the AFPA

will vigorously enforce it.
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WORKPLACE HARASSMENT

Do you have a Workplace Harassment issue?

UNSURE YES NO

SEEK ADVICE AND/OR ASSISTANCE FROM AN
AFPA WORKPLACE HARASSMENT

CONTACT OFFICER

after being made aware of the rights and
obligations of all parties and considering desired
outcomes; options towards resolutions include:

achieving achieving Formal
Informal Formal

Resolution of Resolution of
the issue the issue

by approaching by approaching by approaching by making a by making a
the alleged harasser your supervisor your supervisor formal complaint formal complaint

either in person or team leader or team leader via AFP complaints via Human Rights
or through a personal about resolving about resolving or grievance Commission
confidential letter to the issue informally the issue formally procedures or Ombudsman

resolve the issue
between yourselves

AIM OF OUTCOME IS TO HAVE HARASSMENT STOP
AND RESOLUTION SHOULD BE TO THE
SATISFACTION OF PARTIES INVOLVED

Last printed 01/12/00 13:54 Ratified by AFPA NE 15/12/99
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Do you have a Workplace Harassment issue?
YES � UNSURE � NO �

SEEK ADVICE AND/OR ASSISTANCE FROM AN AFPA WORKPLACE
HARASSMENT CONTACT OFFICER
✵ achieving Formal Resolution of the issue

✵ achieving Informal Resolution of the issue

✵ by approaching your supervisor or team leader about resolving the issue informally

✵ by approaching the alleged harasser either in person or through a personal
confidential letter to resolve the issue between yourselves

✵ by approaching your supervisor or team leader about resolving the issue formally

✵ by making a formal complaint via AFP complaints or grievance procedures

✵ by making a formal complaint via Human Rights Commission or Ombudsman

AIM OF OUTCOME IS TO HAVE HARASSMENT STOP AND RESOLUTION
SHOULD BE TO THE SATISFACTION OF PARTIES INVOLVED

after being made aware of the rights and obligations of all parties and considering
desired outcomes; options towards resolutions include:

WORKPLACE HARASSMENT
Last printed PRINTDATE 01/27/0 8:11 pm Ratified by AFPA NE 15/12/99
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1999/2000
CREDITING

RATE

16.51%
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Peacekeepers

What is a peacekeeper?

They are our daughters & sons

Soldiers, Sailors, Policemen and Airmen

They leave their homes,

Families loved ones and

To a foreign land

Of their own comfort

They make no effort

With no thought of themselves

They put their lives on shelves.

Others freedom they try to defend

To bring a smile to a little child

To give relief to those in grief

They often see atrocities

Committed by others in cities

In countries unknown

When accidents and killings occur

They know on their name, is no slur.

Knowing that with their presence

There will be no nonsense.

So stand proud and tell

Peacekeepers of Australia

We’re proud of you all

Here in Australia

John (Jack) G.
– Vietnam Veteran

– Xavier Unit, St John of God Hospital, Richmond NSW



Page 26 – Special Issue 2000 Australian Federal Police Association Journal

Stuart Cole, CA
Authorised Representative

Superannuation Advice ~ Tax Effective Investments
Estate Planning ~ Sharebroking Services ~

Retirement Planning

Bathurst
238 Howick Street

6332 3500

Sydney
Level 10, 5 Elizabeth St

9231 3833

Email: src@amorse.com.au

The Indoor Rowe r
is one of the most
a d vanced exe rc i s e

machines in the world,
designed and deve l o p e d
over 15 years to prov i d e

a lifetime’s health and
fitness benefits.

This superbly engineered product is ideal
for burning fat, toning muscles, deve l o p i n g
s t rength and improving stamina, and because
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SERVICES PTY LTD
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Changes to the preservation age

Your preservation age is the earliest age at which you can

retire and have your preserved superannuation benefits

paid to you in cash. From 1 July 1999, the preservation age

will be raised progressively from 55 to 60. This will only

affect you if you were born after 30 June 1960.

Your preservation age will depend on your date of birth,

and is shown in the following table:

Changes to preservation of benefits

Preservation changes from 1 July 1999 will mean that all

new contributions (whether they are employer

contributions or personal contributions) and all earnings

from that date must be preserved.

Any existing restricted non-preserved and unrestricted non-

preserved benefits at that date will retain their preservation

status, although the earnings on these benefits from 1 July

1999 will be subject to preservation.

If you have any questions regarding this information, please

contact your adviser or our Client Services Team on

1800 814 899.

Preservation

‘Preservation’ is the term used when a benefit must, by law,

remain in a superannuation or rollover plan.

There are three common types of superannuation benefits,

each with their own preservation rules?

• Preservation benefits are benefits which generally

cannot be withdrawn from a plan until you have reached

your ‘preservation age’ and have retired. Current

superannuation law requires that your benefits remain

within a superannuation fund unless you can satisfy the

withdrawal conditions.

Preservation changes from 1 July 1999 will mean that all

new contributions and all earnings from that date must be

preserved. Any existing restricted non-preserved and

unrestricted non-preserved benefits at that date will retain

their preservation status.

• Restricted non-preserved benefits are benefits which do

not have to be preserved until retirement, but cannot be

withdrawn until you leave service with your employer.

• Unrestricted non-preserved benefits can be withdrawn

at any time. If you have rolled over benefits from

another superannuation plan to your Norwich

Superannuation-Premier Plan account following a

termination of employment, then part of that benefit

may be closed as an unrestricted non-preserved benefit.

If you terminate employment with an employer who has

made contributions to your account, you can withdraw any

benefits which are non-preserved benefits (restricted and

unrestricted). However, the preserved benefits cannot be

paid out until one of the withdrawal conditions is satisfied.

Date of birth Preservation Age

Before 1 July 1960 55

1 July 1960–30 June 1961 56

1 July 1961-30 June 1962 57

1 July 1962-30 June 1963 58

1 July 1963-30 June 1964 59

After 30 June 1964 60

Professional Perspective

Information Sheet
Changes to preservation requirements for superannuation benefits
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Professional Perspective

AFPA Participation in Joint Selection
Committees Training Module

Introduction

The JSC process aims to speed up promotion processes and

to increase transparency for all applicants (both successful

and unsuccessful).

Representative duties on a Joint Selection Committee

requires serious commitment on your part. For each panel

you will spend many hours (generally between 8-20 in

total) assessing, comparing and evaluating people against

selection criteria and each other. Your decisions and

processes in reaching those decisions are closely

scrutinised. This is an important process, with peoples’

career aspirations affected by the outcome. The Association

acknowledges this onerous responsibility on all JSC panel

officials, and has prepared this training package for you.

You will note throughout this package repeated statements

to contact the AFPA National Office if you have any queries

or concerns about any part of the JSC process.

This advice can not be over-emphasised.

We are not about putting you in a ‘sink-or-swim’ situation,

you are the eyes and ears of an organisation of over 2,000

people who want an AFP that is transparent, accountable and

fair. It is the responsibility of the AFPA and its members to

ensure that their representative receive appropriate training.

I encourage you to read and consider this package, and feel

free to ask questions about it.

A short exam is at the end of the document. If you wish to

be an AFPA representative on a JSC, you need to complete

it and forward it to the AFPA’s JSC Coordinator, who is

located at the National Office in Canberra. Upon

accreditation you will be placed on a list and given an

opportunity to gain invaluable insight into the AFP’s

promotion process, as well as help ensure that the AFPA

meets the expectations of its membership.

I wish you well.

Jon Hunt-Sharman
National President
August 2000
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Part 1 – Preparatory

Course Aim

To inform and instruct AFPA delegates to effectively

participate in Joint Selection Committee (JSC) panels,

which are used for promotions and certain transfers.
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Objectives

Upon successful completion of this package and exam, you

will:

• Have better understanding of the current AFP JSC

process;

• Be better equipped to be an effective member of a

JSC panel;

• Understand the various issues that impact upon JSC

panel representatives in their duties; and,

• Be aware of the avenues and options available to you.

What is a Joint Selection Committee (JSC)?

A JSC is a process in which people are identified as suitable

for advancement to a vacant and advertised position within

the AFP. Several years ago promotions were undertaken in

an environment where unsuccessful applicants were able

to appeal their non-selection. This had the effect of

lengthening promotion processes by considerable periods

of time, often in excess of 12 months!

Both the AFP and Association agreed that the system had to

be changed and the JSC process was developed.

The Joint Selection Committees consists of an AFP

nominee, a Public Service Merit Protection Commission

(PSMPC) nominee and an AFPA nominee. All costs for the

panel are to be borne by the AFP.

All parties commit themselves to the removal of any

suggestions of nepotism, cronyism or favouritism and to

the maintenance of merit in the selection process.

But what does this mean to you as an AFPA JSC

representative?

• You are to be provided training/instruction on your

responsibilities and duties (this package).

• You undertake JSC duties at the AFP’s expense, ie: your

involvement in the JSC should be conducted during

your normal working hours and not in your own time

and not when you are on leave.

• AFP operational requirements can limit your

involvement in a JSC process, so if you believe that you

will not be able to put in the required time from start to

finish because of work (or other) commitments, then

advise the Association before you commence duties.

• JSC’s are not a quick process, they take time. The length

is dependent upon the number of positions advertised

as well as the number of applicants.

• Being part of a JSC will give you an appreciation of the

process, experience which in turn can be used by you in

any future promotion that you seek.

What is the AFPA’s role in a JSC? 

Included in its rules, the Association’s mission includes:

• To improve and maintain the interests of members in all

matters relating to their employment.

• To uphold the rights and to improve, protect and foster

the best interest of the members.

This places certain obligations upon you as the Association
representative in a JSC, especially regarding ensuring that
every applicant is treated fairly, and, making sure that
merit is the only basis for selection.

In order to achieve this, the Association expects you to be

fully active participants in the selection process. You are not

involved in a JSC ‘just to make up the numbers’, or to ‘take

a back seat’ to other panel members. You must involve

yourself as much as possible in the entire process, bearing

in mind any guidelines and policies that the Association

may have from time to time.

This having been said however, during the JSC process AFPA

nominees are totally independent from the Association. As

an Association nominee, you should not seek the advice or

opinion from any AFPA representative about particular

merits, attributes or qualities of any individual applicant

(unless the Association representative is a character referee

and you are seeking his/her views on that basis).

You can consult Association officials regarding questions of

process or principles, but as a full JSC panel member, you

and your ultimate decision must be taken within the

confines of the panel.

Who should represent the AFPA? 

Obviously a currently financial AFPA member who is trained

and/or experienced for the JSC process.

Assigning people to selection panels has created much

angst over the years, with claims that representatives are

inappropriate because of their employment status (ie: a

staff member for a police position or a level 6 for a level 8

position).

We must remember that, unlike the AFP, the Association

is a classless/rank-less organisation of members who are

attempting to achieve a common goal. The Association’s

role in a JSC is about ensuring probity and fairness to

applicants, people assessing people. For JSC’s, your

employment status is irrelevant because you are assessing

the individual.

This having been said, as much as possible the Association

will utilise trained/experienced people on JSC panels

for areas they have had employment experience in. For

instance, we will try to utilise someone who has had

training experience for JSC’s on training positions.

That having been said though, the AFPA will not utilise the

services of a member who is currently serving in the area of

the advertised position. This would be grossly improper

(see below, conflict of interest).

The key selection criteria for AFPA JSC panel members is

their ability to act fairly.

Conflict of Interest 

A conflict of interest is the inability of a person to reconcile

their responsibilities or views in one area with those of

another. In the JSC context, this means preferring friends or

other people above others for reasons other than merit.

A conflict of interest, or potential of conflict of interest, can

occur in a small organisation like the AFP. Knowledge of, or
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acquaintance with one or more applicants is likely, almost

inevitable in smaller regions. There is no shame or

embarrassment on a person refusing to serve on a JSC

because you believe that your involvement may raise the

potential for someone to accuse you of a conflict of interest.

This having been said though, a person can successfully be

on a JSC panel and evaluate others who are acquaintances

or work colleagues.

The issue is real and should not be discounted lightly. The

Association stands to lose credibility if it nominates people

who have conflicts of interest, or perceived conflicts of

interest.

You should refuse to sit on a panel if you have a conflict of

interest, or believe that there is a potential for a conflict

of interest.

You are in a potential conflict of interest situation if any of

the below criteria are met;

• If you are related by birth or marriage to any applicant.

• You are the supervisor of the area in which the vacant

position exists.

• You are a close friend of one or more of the applicants.

• You routinely with any of the applicants either at the

time or in the recent past.

• You have had, at any stage in the past, a major

disagreement or falling out with any applicant, or even

the spouse/partner of the applicant.

• You currently work in the specific area advertised.

• You are a referee of an applicant for the position.

These situations may be unavoidable for the AFP

representative but it must be avoided by the AFPA

representative at all costs.

The AFP’s Reform Program

The principles of the AFP’s Reform Program have been

incorporated in the standard selection criteria for all vacant

positions.

As a JSC panel representative, you are obligated to make

yourself familiar with the Program’s objectives and ideals.

They have been printed in various internal AFP

publications, many of which are available on the AFP’s

computer system.

The Reform Program is about being outcome focussed

rather than process driven. It is about getting rid of

hindrances to the way we do our business – fighting crime

and winning.

It is about making the AFP a flexible, responsive and

forward thinking organisation.

Equity & Diversity

These are vital principles in any selection process, and as

AFPA representative, you must be vigilant in ensuring that

they respected and adhered to.

Equity and Diversity are what many know as the phrase EEO

– Equal Employment Opportunity. The AFP defines the four

aims of Equity & Diversity in its Equity and Diversity

Program 1996-2000;

• To ensure that everyone in the organisation is treated

equitably through objective operation of the merit

principle;

• To maximise the potential of all employees in the

organisation

• To take steps to overcome past and continuing

disadvantage of those … target groups, ie: women,

Aboriginals and Torres Strait Islanders (ATSI), people

from non-English speaking backgrounds and people

with a disability.

• To recognise the value of diversity to the effectiveness

and competitiveness of the AFP, to take steps to value the

existing diversity and increase diversity within the

workforce.

Is important to understand that equity does not mean
treating people identically, rather it means treating

people fairly which enables them to reach their potential,

taking into account their individual differences. It also

means ensuring that the merit principle operates as

objectively as possible, and not skewed by inappropriate

assumptions that disadvantages particular groups.

Diversity encompasses the range of individual differences

and encompasses approaches that takes account of issues

such as sex, ethnicity, language or cultural background or

disabilities. Greater diversity in the workforce enables greater

understanding of the world in which the AFP operates in, and

therefore enhances the AFP to undertake its mission.

Note: Access and Equity programs relate to how the AFP

provides its service to the public, encouraging people to

access AFP services. This is totally different from Equity and

Diversity principles, and should not be confused.

Part 2 – The JSC Process

The JSC Process

Briefly, and in general, all JSC’s undergo the below process;

• Vacancy identified and selection criteria drafted by AFP.

• Work value of role confirmed, pay rates attached and

proposal sent to the AFPA for approval.

• If the Association does not support the proposal, either

the position is reviewed and amended by the AFP and

again submitted to the AFPA, or advertised by AFP as an

appealible promotion (in which case the AFPA plays no

further direct part).

• If approved by AFPA, a JSC panel is formed consisting of

1 AFPA representative, 1 AFP representative and a

representative from the PSMPC. The panel meets to

discuss and agree on selection criteria, and the position

is then advertised either internally within the AFP or a

mixture of internal and external.

• Applications submitted within a fortnight, in accordance

with Government regulations.

• After 14 day period, applications short-listed by the JSC

panel.
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• Interviews scheduled and conducted.

• Referees and 360 degree assessments considered.

• JSC panel makes its decision and submits its report to

the delegate of the AFP Commissioner.

• Commissioner’s delegate makes decision.

• Feedback given to both unsuccessful and successful

applicants.

It must be emphasised that this is a general list, some JSC’s

may vary slightly. The Association will support minor

variations only if it is assured that all applicants were

treated fairly and without discrimination. It is your

responsibility to ensure that this is the case, and if not, to

report it to the AFPA National Office as soon as possible.

If there is any proposal by either the Chair of the panel

(usually the MPRA representative), or the other JSC

member to change the process, you should contact the

AFPA’s National Office before you agree or otherwise. This

is to protect you from later criticism (either verbal or

written), from an applicant or any other party.

Stages of applications 

For applicants, there are 3 stages to each vacancy;

• Written

• Physical/telephone Interview

• Referee reports and 360 degree assessments

In the past, this process has been (fairly) likened to

prosecuting an offender before the courts; the written

phase is like submitting a brief of evidence for an offence,

the interview is giving evidence in court, the referee reports

corroborate your evidence. An applicant has to pass each

stage to get to the next.

As a JSC representative though, you have more than three

stages because you are, in the want of a better term, one of

three judges who hear the above ‘brief of evidence’. You

have eight (8) stages;

• Stage 1 – Agreement on process

• Stage 2 – Considering written applications (selection

criteria).

• Stage 3 – Short-listing written applications.

• Stage 4 – Conducting interviews.

• Stage 5 – Short-listing interviews.

• Stage 6 – Obtaining referee/360 degree reports.

• Stage 7 – Making the final decision.

• Stage 8 – Feedback 

Stage 1 – Agreement on process

It is vital early on to agree with your JSC panel colleagues

on process otherwise serious problems may later occur.

It is important to meet with your JSC colleagues before the

position is advertised, so as the panel can agree on

selection criteria. What should also be discussed are issues

such as what is to be expected from the written applications

themselves. This is so the ‘ground rules’ can be established.

The MPRA representative (who is normally the panel

convenor) should arrange this but do not be afraid to chase

the matter up yourself if need be.

Contentious Issues 

It is vital that consensus is reached early on within the JSC

about threshold issues, which include;

• The Association’s role

As highlighted at the beginning, the Association is a full

member of the JSC process. You are expected to be fully

involved in the assessment, interview and decision phases.

If you believe that you are being restricted in any way, or

that the AFP (or even MPRA) representative is not fairly

treating you, contact the AFPA National Office as soon as

possible.

• The use of examples in written applications

Some applicants will use the same example to demonstrate

skills in relation to two or more criteria.

There is nothing wrong with this per-se, although obviously

there will be related issues of the applicant’s exposure to

varied experiences if he/she uses only one example

throughout the entire application.

There can sometimes be disagreement over the repeated

use of one example in the context of ‘to demonstrate this,

I refer you to the example I gave earlier on page …’. It is

difficult to justify not considering an example from a

previous page in considering applications, especially if the

applicant specifically refers you to it in order to save space.

• Length of applications 

The AFP used to have a policy of limiting responses to

criteria to 1 or 2 pages only – this no longer exists. A good

application will obviously have self-imposed limitations. A

JSC can make a decision of its own regarding length, but it

must be applied fairly to all applicants. Remember,

sometimes it may take 20+ pages to properly address all

criteria.

• Marking guides 

It is best to agree on a common marking system, and generally

the MPRA representative will possess a widely accepted

grading system. Like everything else you must do in the JSC

process, the guide must be used consistently and fairly.

• An interview ‘quota’ system

There should be no quota system.

There may be a desire by one, two or all parties to limit the

amount of interview positions. Bear in mind the criticism

that would be leveled if eleven applications were found to

be of the same caliber, but only ten interviews were given.

Applications are either good enough to proceed or are not.

• Using PMP/EMP quotes

A PMP/EMP can be an excellent way (and indeed sometimes

the only way) to illustrate a quality or skill.

Bear in mind though, if a quote is used from a PMP, then a

copy of the document should be presented at the interview
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for inspection. Do not then be afraid to contact the person

who made the quote for clarification.

• Declare an interest

If you believe that it is of benefit to the panel to declare that

you either know an applicant or other information, but that

it is not going to affect you performance, then you should

do so. This process can remove a potential conflict of

interest situation by enabling your colleagues to gauge

whether they are comfortable with your continued

involvement.

• The use of ‘experts’ 

In some positions the AFP may suggest (or try to impose)

experts onto the panel, to effectively increase the number

of JSC members to four (4). An expert, it is argued, can

provide technical advice on the finer points of specialist or

quasi-specialist positions. This can be particularly relevant if

none of the three JSC members have any detailed

knowledge of the field.

The Association is insistent that only three people are

members of any particular JSC panel. Experts can be called

upon to provide advice, suggest some questions to the JSC

panel before interviews are conducted, and even sit-in on

interviews. They must not however be allowed to ask
questions of applicants or become involved in any
decision making process! This would subvert the entire

JSC process. In such situations, the expert should offer

his/her advice after hearing the various applicants, and then

leave. The use of experts in this way is a relative rarity, but

it does happen. You are encouraged to seek advice from the

AFPA National Office if it happens to you.

Stage 2 – Considering Written Applications
(Selection Criteria) 

Each vacancy has selection criteria which applicants must

address. Remember, decisions can only be made by JSC’s

comparing applicants to the advertised criteria. Other

factors must not be considered.

Selection criteria provides JSC panels with a yardstick for

measuring all applicants against each other for the position.

Criteria are the formal definition of the attributes required

to carry out the duties of the role. By using criteria,

consistency is applied to the process, making it more

objective.

Selection criteria are the keystone on which the rest of the
selection process is built – it is impossible to overstate their
importance.

Criteria should be stated in terms which can be assessed,

such as ‘an experience in …’, or ‘knowledge of …’, or

‘demonstrated ability to …’. Criteria such as ‘an

appreciation of …’, or ‘an aptitude for …’, is difficult to

assess against, and therefore meaningless.

There are four broad types of selection criteria;

1. Essential or desirable qualifications or training.

Only where an educational qualification is absolutely

necessary can its possession be considered essential. Often

relevant knowledge of subject matter may be more valuable

than formal qualifications. Tertiary qualifications can

become important in some of the more general criteria

such as communication and strategic perspective.

2. Specific job knowledge.

This may be necessary in highly technical areas where it is

essential for the successful applicant to ‘hit the ground

running’, but it should not disadvantage applicants who

don’t necessarily have the knowledge but could learn it in

time, and are applying for positions where there is not the

urgent need for instant 100% performance at the technical

level.

3. Previous work experience.

This is important in measuring efficiency, ability to organise

work and to set priorities, to work without close

supervision etc. You should consider the type of work

experience against the relevance of it being essential for the

advertised position. Experience outside of the work force

may also be extremely relevant.

4. Relevant personal attributes.

These include written, verbal, interpersonal, leadership,

comprehension and presentation skills. Again the qualities

utilised must be relevant to the advertised position.

Stage 3 – Short-listing Written Applications 

There is no hard-and-fast rule relating to how a JSC panel

short-lists, or even if it short-lists at all during this part of

the selection process. In some situations there may only be

a handful of applicants for 1 vacant position. In this

circumstance it may be agreed by the panel to interview and

seek the referee reports for all applicants. There is merit to

this approach in such situations as it;

• Enables the panel to appreciate all possible candidates;

• Enables all applicants to undertake the interview

process thereby giving them experience for future

applications; and,

• Helps prevent any criticism that the JSC failed to give

a chance to any particular applicant (increased

transparency).

However it must again be stressed that there is no set policy

about short-listing. In many situations interviewing all

applicants would be unfeasible, especially when there is a

large number of applicants, and it is apparent that some of

the applicants do not possess any (or very few) of the

required skills.

No interview should ever be refused solely (or even
partially) on the grounds of the current location of the
applicant and the possible costs or difficulties in providing
the applicant fair access to the process.

To refuse an applicant on the basis that he/she is (for

example) located at Christmas Island but is applying for a

position in Melbourne is to discriminate. This is totally

unacceptable to the Association, and would lead you open
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to strong criticism.

What should I be aware of in the short-listing
process? 

In brief, there are key phrases and ‘tricks’ you should be

aware of;

• Treat the application as a ‘brief of evidence’ with

selection criteria being the ‘proofs of the offence’. Each

applicant must prove the ‘proofs’ in order to proceed to

the next phase.

• You can not (and should not) rely on any knowledge

you may have of an applicant outside of what is written

in the application. Too many applicants fail to

understand this, and think they deserve an interview

simply because they are good, and therefore don’t

bother to go into detail in their written application. To

use an Americanism, you can’t get to second base

without going through first.

• The first matter to be assessed is the eligibility of the

applicant for the position. If the position calls for certain

experience or qualifications, and the applicant clearly

does not possess them, then they are unsuitable.

• The word demonstrated in selection criteria means that

the applicant must give at least one example. Examples

should be descriptive, that is rather than generalising by

remarking that ‘I can do this’, the applicant should write

‘I can demonstrate my ability to undertake this by an

example when, in 199…, I …’.

• A written application is an excellent way to assess

communications skills. If the application is poorly

worded with many spelling, layout or grammatical

mistakes, then the person should not rate well against

the criteria of excellent written skills.

• Often if an applicant feels that they lack sufficient

knowledge in a particular area, they will cite general

principles or repeat corporate statements at some

length. This should be seen as what it is, an attempt to

pad-out a response.

• Sometimes an applicant will refer to another document

in their application, especially a document relating to

their own actions or attributes. If this is the case, and the

person makes it through to the interview phase,

remember to ask them for a copy of that document.

Stage 4 – The Interview 

The objective of an interview is to test an applicant against
advertised criteria.

You can not ask any questions relating to issues that are not

covered by the criteria. To do so would be grossly unfair.

It is also unfair to test the applicant’s rote learning memory

skills and this should never be done. One of the very few

exceptions to this rule would be for a promotion to, say,

Norfolk Island, where common law is still applied. On the

island Police have to be fully aware of the intricacies of

common law, there are few text books available to consult

and certainly no computer systems to ensure the proofs of

any offence. In this situation it would be fair to ask

applicants their knowledge of the proofs of key offences

which occur routinely, perhaps by way of scenario

questions. Even in this situation though there are strict and

narrow limits; you would be testing the applicants practical

knowledge of law, and only those offences that are

common.

The important issues for JSC panel members in the

interview phase are;

a) Expectations

In addition to other duties you will perform, during the

interview the AFPA representative is responsible for;

• Ensuring each applicant is given the same opportunity;

• Ensuring all questions are relevant and thorough;

• Ensuring that applicants are not intimidated;

• Ensuring that no sexist or racist questions/statement are

asked, implied or inferred; and,

• Ensuring that the procedures are followed, are rational

and sensibly adhered to.

The convenor is responsible for;

• Booking the venue;

• Advising all applicants beforehand and arranging times;

• Setting up the interview room and waiting areas/

arranging for a telephone conference at the appropriate

time;

• Introducing applicants to panel members

• Arranging for the names of referees and obtaining their

reports; and,

• Supervise the writing of the interview report;

Further responsibilities for convenors are outlined below.

b) The location 

This should be in a quiet, tidy and uncluttered area,

accessible to disabled applicants and comfortable for all (no

sun glare in faces for instance). The room should be

arranged in such a way where the applicant can see all JSC

personnel (and expert if present), preferably in an informal

setting.

Important to remember –

• Are the chairs comfortable?

• Can the applicant enter and leave the room with dignity?

• Can someone dressed in a skirt sit comfortably and with

dignity?

• Can less abled people enter and leave with dignity;

• Is a table being used to reinforce the JSC panel’s power?

• Is a table being used as a barrier? 

• Is there space for the applicant to put papers and

reference material? 

• Is there water, copies of the selection criteria and the

AFP’s mission and values statement available for the

applicant? 
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• Can all panel members access the telephone during a

telephone interview? 

c) Opening Statements 

The panel convenor should be the person to start an

interview by explaining in general the process of the JSC to

date and how the interview will be conducted. Issues that

must be reinforced to applicants at this stage are;

• Congratulations on making it to this stage;

• There will be a series of questions based on established

selection criteria;

• The applicant should feel free to ask clarifying questions

if required;

• The applicant should feel free to drink water if

necessary, or even go to the toilet if required;

• Everyone should try to relax as much as possible;

• There will be time for them to ask questions at the end;

• They should raise any concern about the process if they

want to.

The question of having female JSC panel members arises

here. There is nothing written requiring a female JSC panel

member, even if there are female applicants. It is however

best practice to have a female JSC panel member in these

situations. If there is no female JSC panel member, but

there are female applicants being interviewed, the panel

convenor should ask if the applicant has any problem with

the matter. Alternatively, if all panel members are female,

male applicants should be asked the same question.

d) The Questions 

All preset questions (agreed upon by all JSC panel

members) should be written down before the first interview

is conducted.

A question should be succinct as possible and geared to

gain as much relevant information about a topic as possible.

Remember you are trying to let the applicant demonstrate

their abilities to you, but you should not lead them. There

should be no trick questions, or questions which are

confusing or misleading. Such questions only induce stress

and fear.

Double barrel questions, and those with particularly long

preambles, are discouraged as they are confusing.

Hypothetical questions are valid and can be particularly

useful in obtaining an insight into a person’s experience

base, and their working knowledge of legal or procedural

issues.

In short, good structured questions;

• Address a selection criteria (at least one question for

each criteria must be asked);

• Are asked of all applicants;

• Are unambiguous;

• Are comprehensible;

• Have single answers;

• Don’t suggest answers;

• Are not sexist or racist;

• Are not so specific that only applicants from the area can

answer them; and, 

• Have an answer that will give the panel a grater insight

into the interviewees claims against the selection

criteria.

Obviously answers to questions may open up other areas to

explore with particular applicants. To that extent, there is

scope for some free-flowing question and answers. Panels

must remember this in their assessments, and any

advantage it may have given a particular applicant over

others.

e) Length 

A good interview should not take any longer than 50

minutes. If an interview is expected to go longer, then a

structured break should be planned for and applicants

advised before-hand. Again, a JSC panel should be about

reducing unnecessary stress on applicants.

f) Recordings/notes 

Someone on the JSC (preferably all three people) should be

taking notes of each interview. These notes will be vital in

later deliberations. Despite best intentions, no-one can

remember all salient points of an interview weeks, days or

even hours later. Contemporaneous notes will not only

help assist you in deliberations, but can be used to defend

against criticism or allegations of bias or worse.

g) Interviewing everyone in person or
telephone interviews

In theory every applicant who makes it to the interview

stage should be interviewed in person. In reality this is not

always practicable.

Every effort must be made to enable an applicant to present

themselves to the panel for interview. In fact, the panel

should ‘bend over backwards’ to do this. If an applicant is

planning to go on a week’s leave interstate for instance, and

is genuinely unavailable to appear before the panel, then

you should consider delaying his/her interview until after

he/she returns. It is a question of give and take, bearing in

mind you may be called to explain your actions later.

In special circumstances the AFP may even agree to pay for

the panel to travel interstate, or for an applicant to travel to

the panel. If the AFP refuses to pay for travel, and the

applicant is either interstate for a long period of time,

permanently attached to another region, or overseas (eg:

Cyprus, East Timor or an international Liaison Office), then

a telephone interview will be the only avenue open to you.

You should be aware of the limitations of a telephone

interview, and adjust your considerations accordingly;

• Often voice clarity is scratchy or poor due to technical

problems;

• Minor time delays in responses are routine for

international calls;
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• Because the applicant can’t see the panel (and vice-

versa) interpersonal skills are difficult to judge. For

example, it will be virtually impossible for an applicant

to ‘sense’ when they have said enough or are even on

the right track in responding to a question, because they

can’t see your face, expressions and body movements;

• There may be a time zone difference, which can affect a

person’s mood or alertness (eg: late in the afternoon in

Australia is very early in the morning in Cyprus); and,

• You will become easily distracted because it is boring to

stare at a telephone. You have to concentrate harder.

An interview using the visual and audio properties of the

Internet has not yet been attempted.

Stage 5 – Short-listing interviewees 

Like Stage 3 – short-listing written applications, there is no

hard-and-fast rule in deciding who is short-listed after this

phase, or indeed if any short-listing occurs at all. Again, any

decision has to withstand scrutiny so it is best to keep notes

of why decisions were taken.

Bear in mind that the process of obtaining referee reports

takes a few weeks, so it is often best to write comprehensive

notes of the process to date, to help consolidate your

thoughts later on. You are human, you will forget things

over time.

Stage 6 – Obtaining referee/360 degree
reports

Responsibility for obtaining these reports lays with the

panel convenor. Once obtained, the reports should be

carefully considered and assessed, in line with written

applications. Remember that an applicant is unlikely to

choose a referee who thinks the applicant is unsuitable for

the position. Similarly it is unlikely for most referees to be

in a position to give informed comment on an applicant’s

suitability against every criteria. It is not necessarily a bad

thing if a referee states that he is unable to assess an

applicant in some criteria, provided that another

nominated referee can provide evidence on that issue.

Comments, opinions and views of referees must be

carefully scrutinised. A marking guide should be used – the

same used for the applicant’s written applications.

It is acceptable for the panel to contact a referee by phone

or even in person (although the latter is unusual). The

applicant does not have to be informed about this at any

stage.

It is most unusual for a panel to approach someone other

than a nominated referee – so unusual as to be difficult to

justify on any ground. If there is any proposal to do this,

then you should contact the AFPA National Office as soon

as possible.

Stage 7 – Making the final decision 

Having viewed and assessed all written applications,

conducted interviews (either in person or over the phone)

and evaluated referees reports, a JSC panel is now in the

position to make its final decision.

Best practice is;

• Each panel member should independently decide on an

order of merit based on all evidence before them;

• Each panel member should then explain his/her

decision as logically as possible. Evidence supporting

the view must be given;

• Discussion must then occur. Differences in opinions will

naturally exist and it is vital that they are discussed in full

in a constructive fashion;

• In the event that all three panel members agree on an

order of merit, there still must be thorough discussion

as to the reasons for and against the applicants;

• Panel members should not change their mind just to

avoid conflict, achieving harmony to escape tension may

make the process easier for the panel member, but may

rob an applicant of a rightful selection;

• If you believe that outside pressure has been brought to

bear on any JSC panel member (including yourself),

state that to the panel and report it to the AFPA National

Office immediately. Outside pressure of any kind can

nullify a JSC process;

• If all panel members agree on an order of merit, one of

the parties (usually the MPRA representative) will write

a report covering all the steps undertaken, and

recommending the successful applicant for promotion.

All panel members should sign the report only after

there is agreement on the contents and

recommendation;

• If there is disagreement on the process or nomination, a

dissenting report should be prepared and submitted

with the majority report. The majority report should

acknowledge the existence of the dissenting report. The

AFPA representative should notify the AFPA National

Office as soon as possible regarding the disagreement;

Don’t be surprised or intimidated if this process is

sometimes heated. By this stage the JSC panel have

undergone considerable effort and even stress – you all will

feel very strongly about decisions you have come to.

Obviously you should not get carried away, but it is logical

that there will be at least initial disagreement between you

and your colleagues.

Don’t be surprised if you find yourself arguing for people

you dislike personally, and arguing against colleagues or

friends. The identity of the applicant is irrelevant other than

their demonstrated skills and attributes gleaned from the

selection process. Remember, you are about choosing the

best person for the job – period!

The Commissioner’s Actions – You are open
to scrutiny

Despite being non-appealable promotions, your actions are

open to close scrutiny.

Your JSC panel report will be lodged with the

Commissioner’s Delegate for actioning. Without going into

detail, the AFP can question or even refuse a JSC decision.

Your panel can be asked to further explain its decision,
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especially if the initial report lacks sufficient detail. There

should be no lack of detail because of the extensive notes

taken throughout the process, and the fact that the MPRA

supervises the report’s production.

If the AFP chooses to ignore the JSC’s decision, then the

process is open for an applicant to appeal. In such cases,

your decisions will be reviewed by the Commissioner and

potentially the courts.

It will be far more likely however that your decision will be

closely scrutinised by unsuccessful applicants who will

approach you to discuss their non-selection. Be prepared!

(see below).

What happens if no applicant is suitable?

A vacant position does not have to be filled if there aren’t

any suitable candidates.

At any stage during the process it may become apparent

that none of the applicants demonstrate suitable

experience, knowledge or application for the advertised

position. If this happens then the selection process should

halt, with a detailed report prepared and submitted to the

AFP outlining the reasons for your decision.

If there is disagreement within the panel about this question,

then the process should probably continue until the final

phase, but contact the AFPA National Office for advice.

In situations where there are not suitable candidates, the

AFP will generally re-advertise either internally or externally

(depending on the position).

Stage 8 – Feedback 

Feedback is vital for unsuccessful (and even successful)

applicants – but it should not be forced on people.

Everyone is entitled to feedback though not everyone will

seek it.

Feedback is positive because;

• Done properly, it educates applicants on the processes

involved and why they did not/or did obtain the

position;

• Helps applicants identify areas for improvement in

future applications;

• Enables unsuccessful applicants to air their views and

feelings, often reducing an urge to lodge grievances

especially among those who did not get to the interview

round;

• Improves morale in that certainty is provided; and,

• Helps you and your JSC panel colleagues in honing your

skills the next time.

You as a panel should decide early on when feedback will

be made available, and who will provide it.

Generally it will be the convenor, though often it can be the

AFP representative. If an applicant approaches you for

feedback, encourage them to seek out the ‘official

provider.’ If the person still wants to speak to you after this,

then you should decide if its warranted.

If you are nominated to provide feedback, or are asked

anyway, bear in mind that there is no one right way to

advise an unsuccessful applicant. Be aware that the person

is likely to be upset as he/she believes that he/she is the best

person for the job. Remember this fact, and that some

people will refuse to listen to you, they just want someone

to take their frustrations out on.

Always provide feedback in a constructive fashion;

• Prepare yourself beforehand by re-reading to copies of

applications, your notes & even the final report;

• Hold the session away from the workplace;

• Highlight strengths as well as areas the applicant either

needs to improve on, or has no experience in; and,

• Suggest ways in which the applicant can enhance their

skills.

Do not – under any circumstance! 

• Don’t provide the person with a copy of the final report or

copies of the assessment of other applicants. It is unadvisable

to provide them with a copy of their assessment;

• Don’t suggest corruption, nepotism or ‘jobs for the

boys’ – for if you say this, you are accusing yourself of

corruption etc. If you seriously suspect it, you should

have raised it by now with the AFPA National Office;

• Don’t provide ratings or orders of merit, this can

adversely affect the person’s views of other applicants;

• Don’t argue or debate the decision/selection in general,

or any area in particular;

• Don’t discuss personalities;

• Don’t discuss matters of principle; or, 

• Don’t discuss, debate or create rumours.

If you fail to placate a person, don’t worry about it. Some

people will say that they will complain to the Association (or

do so without your knowledge). If you believe that someone

will lodge a complaint, speak to the National Secretary and

advise him/her of the process as you see it. This will help the

National Secretary in dealing with the complainant.

Summary – the Do’s & Don’t’s 

In summing up, there is a short list of Do’s and Don’t

regarding the JSC process.

Do’s 

• Involve yourself fully in the JSC process – be an active

participant;

• Contact an experienced AFPA representative if you have

any queries or problems;

• Avoid personal bias and be prepared to admit a potential

conflict of interest;

• Set ground-rules with your JSC colleagues and stick to

them;

• Take consistent notes of all stages of the selection process;

• Refer to the above notes often during the final selection

phase;
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• Be thorough at all times – remember, you are open to

scrutiny; or, 

• Report any attempt to influence the process by an

outside person, or any breaches of process or law by

your JSC colleague.

Don’t’s 

• Don’t treat the process lightly, people’s careers are at

stake;

• Don’t agree to participate in a JSC if you know or

suspect that you can not complete the process due to

work or family commitments;

• Don’t be too proud to refuse asking for help/guidance

or advice;

• Don’t rely upon first impressions;

• Don’t involve yourself in the process if there is a conflict

of interest (even perceived), or if you think that you may

ruin a friendship or good working relationship;

• Don’t rely solely or even mainly upon either written

applications, face-to-face interviews or referees in deciding

the successful applicant. All three phases are important;

• Don’t rely on memory;

• Don’t rush final decision making; or, 

• Don’t expose yourself to outside pressures or influences.

Where to now?

Please complete the attached short examination and return

it to the JSC Coordinator who is located at the AFPA’s

National Office in Canberra. You can email it at

afpa@afpa.org.au or post it through internal mail.

Successful applicants will receive written advice that they

have been placed on the representatives list, and in due

course will be contacted by the AFPA National Office to sit

on a JSC.

Best of luck! 

EXAMINATION

Please answer the questions below and return them to the

AFPA’s JSC Coordinator, AFPA National Office Canberra.

Either mail the examination via internal mail, or email it to

the AFPA website, afpa@afpa.org.au.

Only after successful completion of the examination will

you be eligible to represent the AFPA on JSC panels.

All answers to the questions can be found in the training

module.

Your name: ...........................................................................

Your work phone number:.................................................

Your email address:.............................................................

Your work location (incl. Region):....................................

1. What does JSC stand for? 

2. Do you believe that AFPA representatives can sit on JSC

panels if they possess a conflict of interest, or run the

risk of having a serious potential conflict of interest?

Why?

........................................................................................

........................................................................................

........................................................................................

........................................................................................

........................................................................................

........................................................................................

3. List five (5) potential conflict of interest situations;

........................................................................................

........................................................................................

........................................................................................

........................................................................................

........................................................................................

4. List five (5) Do’s & five (5) Don’t’s of JSC work;

Do’s

........................................................................................

........................................................................................

........................................................................................

........................................................................................

........................................................................................

Don’ts

........................................................................................

........................................................................................

........................................................................................

........................................................................................

........................................................................................



Page 38 – Special Issue 2000 Australian Federal Police Association Journal

True/False (circle either true or false)

5. The key selection criteria for an AFPA JSC panel

member is their ability to act fairly? True/False

6. The principle of equity means treating people

identically only. True/False

7. AFPA representatives should take silent roles on JSC’s.

True/False

8. An ‘expert’ (in addition to the 3 substantive JSC

members) should not be allowed to ask questions of

applicants. True/False

9. Any AFPA member can arbitrarily appoint themselves or

others to JSC panels. True/False

10. During an interview, the JSC panel can ask any

question about any topic, even if it is not relevant to

the position. True/False

11. Face-to-face interviews are about putting applicants

under the most amount of stress possible. True/False

12. JSC panel members should write down standard

questions before the first interview. True/False

13. As a general rule, a good interview should not take

longer than about 50 minutes. True/False

14. Under no circumstance should JSC panels contact

referees to discuss their ratings of an applicant.

True/False

15. Taking contemporaneous notes of interview responses

and answers of applicants is not really important.

True/False

16. Feedback should always be provided or made available.

True/False

17. No matter what, someone has to be found suitable for

an advertised position and the JSC should recommend

a person even if that person is not really up to scratch.

True/False

18. If an AFPA representative has any queries or concerns

about processes at any stage of the JSC, then he/she

should contact AFPA National Office as soon as

possible. True/False

HOME LOANS
AUSTRALIA

A personalised service to all Federal Police Association Members

Discount .25% below standard variable rate

• No Ongoing Bank Fees • Refinance now and reel in your Home Loan from
25 Years to 8 to 10 Years • We Lend for any Purpose

• Proud to Support the AFPA NOW and ALWAYS

1300 659 569
Head Office: 233 Glenferrie Rd, Malvern

www.homeloansaustralia.com.au
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Committee of Management Report
Your Committee of Management submit the financial report of the Australian Federal Police Association for the year ended 30 June 1999.

COMMITTEE OF MANAGEMENT
The names of the Committee of Management members in office at the date of this report are:

Jon Hunt-Sharman National President

Alan Le Lievre National Senior Vice President

Kim Jerrim National Staff Member Vice President

Mike Phelan National Secretary

Con Coutsolitis National Assistant Secretary

Jason Byrnes ACT Zone Co-ordinator

Jane Crail ACT National Zone Co-ordinator

George Nicols NSW Zone Co-ordinator

Leif Puurand QLD Zone Co-ordinator

Harold Hill SA Zone Co-ordinator

Brice Steele VIC Zone Co-ordinator

Mark Townsend WA Zone Co-ordinator

Alan Hicks Senior Officers Zone Co-ordinators

PRINCIPAL ACTIVITIES
The principal activities of the Association during the financial year was to operate as a union for the Members of the Association within Australia.

SIGNIFICANT CHANGES IN STATE OF AFFAIRS
No significant change in the nature of these activities occurred during the year.

OPERATING RESULT
The operating result for the financial year was a surplus of $110,631 (1998 deficit of $70,072).

REGISTER OF MEMBERS
The Register of members of the association is available for inspection at the office of the association, located at 40 Thesiger Court, Deakin, ACT 2605.

Committee of Management Statement
We, Con Coutsolitis and Mike Phelan, being two members of the Committee of Management of the Australian Federal Police Association – National Council, do state on behalf

of the Committee and in accordance with a Resolution passed by the Committee that:

(i) in the opinion of the Committee of Management, the attached accounts show a true and fair view of the financial affairs of the organisation as at 30 June 1999;

(ii) in the opinion of the Committee of Management, meetings of the Committee were held during the year ended 30 June 1999 in accordance with the rules of the

organisation;

(iii) to the knowledge of any member of the Committee, there have been no instances during the financial year to which the accounts relate where records of the organisation

or other documents (not being documents containing information made available to a member of the organisation under sub-section 274 of the Workplace Relations

Act 1996) or copies of those records, or documents, or copies of the Rules of the organisation have not been furnished or made available, to members in accordance

with the requirements of the Act in Regulations thereto, or the Rules of the organisation; and

(iv) the organisation has complied with sub-sections 279(1), (3) and (6) of the Act in relation to the financial accounts in respect of the previous financial year and the

auditors’ report thereon.

For and on behalf of the Committee Of Management:

........................................ ........................................

Con Coutsolitis Mike Phelan

Committee Member Committee Member

Dated this 25th day of November, 1999.
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Accounting Officer’s Statement

I, Mike Phelan, being the Officer responsible for keeping the accounting records of the Australian Federal Police Association – National Council, certify that as at 30 June 1999

the number of financial members of the organisation was 2,124.

In my opinion:

(i) the attached accounts show a true and fair view of the financial affairs of the organisation as at 30 June 1999;

(ii) a record has been kept of all moneys paid by, or collected from, members and all moneys so paid or collected have been credited to the bank account to which those

moneys are to be credited, in accordance with the Rules of the organisation;

(iii) before any expenditure was incurred by the organisation, approval of the incurring of the expenditure was obtained in accordance with the Rules of the organisation;

(iv) with regard to funds of the organisation raised by compulsory levies or voluntary contributions from members, or funds other than the General fund operated in

accordance with the Rules, no payments were made out of any such fund for purposes other than those for which the fund was operated;

(v) no loans or other financial benefits, other than remuneration in respect of their full-time employment with the organisation, were made to persons holding office in the

organisation; and

(vi) the Register of Members of the organisation was maintained in accordance with the Workplace Relations Act 1996.

For and on behalf of the Committee Of Management:

........................................

Mike Phelan

Committee Member

Dated this 6th day of October, 1999.

INDEPENDENT AUDIT REPORT
To the Members of the Australian Federal Police Association – National Council

Scope
We have audited the financial report, being the Statement of Financial Position, Income and Expenditure Statement, Statement of Cash Flows and notes to and forming part

of the Financial Statements of the Australian Federal Police Association – National Council for the year ended 30 June 1999. The Committee of Management is responsible for

the financial report. We have conducted an independent audit of the financial report in order to express an opinion on it to the members.

Our audit has been conducted in accordance with Australian Auditing Standards to provide reasonable assurance whether the financial report is free of material misstatement.

Our procedures included examination, on a test basis, of evidence supporting the amounts and other disclosures in the financial report, and the evaluation of accounting

policies and significant accounting estimates. These procedures have been undertaken to form an opinion whether, in all material respects, the financial report is presented

fairly in accordance with Accounting Standards, the Workplace Relations Act 1996 and other mandatory professional reporting requirements so as to present a view which is

consistent with our understanding of the association’s financial position, the results of its operations and cash flows.

The audit opinion expressed in this report has been formed on the above basis.

Audit Opinion
I have inspected and audited the accounting records kept by the Australian Federal Police Association, in respect of the year ended 30 June 1999, and have received all the

information and explanations required for the purposes of my audit.

In my opinion:

(i) there were kept by the association in respect of the year, satisfactory accounting records detailing the sources and nature of the income of the association (including

income from members) and the nature and purpose of expenditure; and

(ii) the attached accounts and statements, prepared under the historical cost convention, and in accordance with Section 273 of the Workplace Relations Act 1996, as

amended, are properly drawn up so as to give a true and fair view of:

(a) the financial affairs of the association as at 30 June 1999; and

(b) the income and expenditure and surplus of the association for the year ended on that date.

Canberra, Australian Capital Territory BIRD CAMERON PARKER

Chartered Accountants

Dated: 29 November 1999 D. J. WALL
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Statement of Financial Position as at 30 June 1999

NOTE 1999 1998
$ $

CURRENT ASSETS
Cash 3 259,300 204,632
Receivables 4 6,285 5,958
Prepayments 10,178 9,501
Inventories 21,614 30,597

––––––––––– –––––––––––
TOTAL CURRENT ASSETS 297,377 250,688

––––––––––– –––––––––––

NON-CURRENT ASSETS
Property, plans end equipment 5 1,399,523 1,506,048

––––––––––– –––––––––––
TOTAL NON-CURRENT ASSETS 1,399,523 1,506,048

––––––––––– –––––––––––
TOTAL ASSETS 1,696,900 1,756,736

––––––––––– –––––––––––

CURRENT LIABILITIES
Accounts Payable 6 24,265 81,691
Borrowings 7 31,716 31,716
Lease Liability 6,089 3,358
Provisions 9 18,004 8,363
Other Liabilities 10 – 65,180

––––––––––– –––––––––––
TOTAL CURRENT LIABILITIES 80,074 190,308

––––––––––– –––––––––––

NON-CURRENT LIABILITIES
Borrowings 7 669,003 736,467
Lease Liability 13,198 5,967

––––––––––– –––––––––––
TOTAL NON-CURRENT LIABILITIES 682,201 742,434

––––––––––– –––––––––––
TOTAL LIABILITIES 762,275 932,742

––––––––––– –––––––––––
NET ASSETS 934,625 823,994

––––––––––– –––––––––––––––––––––– –––––––––––

ACCUMULATED FUNDS
Asset Revaluation Reserve 87,735 87,735
Members Funds 846,890 736,259

––––––––––– –––––––––––
TOTAL ACCUMULATED FUNDS 934,625 823,994

––––––––––– –––––––––––––––––––––– –––––––––––

Statement of Cash Flows for the year ended June 1999

NOTE 1999 1998
$ $

Cash Flows from Operating Activities
Receipts from operations 970,048 1,058,624
Interest received 2,225 1,522
Payments to suppliers and employees (909,079 ) (1,012,140 )

––––––––––– –––––––––––
Net cash provided by (used in) operating activities 15(b) 63,194 48,006

––––––––––– –––––––––––

Cash Flows from Investing Activities
Payment for property, plant and equipment (17,524 ) (18,437 )
Proceeds from the sale of property plant and equipment 80,000 19,900

––––––––––– –––––––––––
Net cash provided by (used in) investing activites 62,476 1,463

––––––––––– –––––––––––

Cash Flows from Financing Activities
Payments for Leasing (3,538 )
Repayment of loans (67,464 ) (23,399 )

––––––––––– –––––––––––
Net cash provided by (used in) financing activities (71,002 ) (23,399 )

––––––––––– –––––––––––

Net increase (decrease) in cash held 54,668 26,070

Cash held at the beginning of the financial year 204,632 178,562
––––––––––– –––––––––––

Cash held at the end of the financial year 15(a) 259,300 204,632
––––––––––– –––––––––––

The accompanying notes form part of these financial statements.
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Statement of Cash Flows for the year ended June 1999

NOTE 1999 1998
$ $

Cash Flows from Operating Activities
Receipts from operations 970,048 1,058,624
Interest received 2,225 1,522
Payments to suppliers and employees (909,079 ) (1,012,140 )

––––––––––– –––––––––––
Net cash provided by (used in) operating activities 15(b) 63,194 48,006

––––––––––– –––––––––––

Cash Flows from Investing Activities
Payment for property, plant and equipment (17,524 ) (18,437 )
Proceeds from the sale of property
plant and equipment 80,000 19,900

––––––––––– –––––––––––
Net cash provided by (used in) investing activites 62,476 1,463

––––––––––– –––––––––––

Cash Flows from Financing Activities
Payments for Leasing (3,538 )
Repayment of loans (67,464 ) (23,399 )

––––––––––– –––––––––––
Net cash provided by (used in) financing activities (71,002 ) (23,399 )

––––––––––– –––––––––––

Net increase (decrease) in cash held 54,668 26,070

Cash held at the beginning of the financial year 204,632 178,562
––––––––––– –––––––––––

Cash held at the end of the financial year 15(a) 259,300 204,632
––––––––––– –––––––––––

Income and Expenditure Statement for the year ended 30 June 1999

1999 1998
$ $

Operating Surplus before Abnormal Items 110,631 91,199

Abnormal Items:

Revaluation decrement arising on revaluation
of Leasehold Land and Buildings to their
recoverable amount – (161,271 )

––––––––––– –––––––––––

Operating Surplus/(Deficit) for the year 110,631 (70,072 )

General Funds at the beginning of the financial year 736,259 806,331
––––––––––– –––––––––––

General Funds at the end of the financial year 846,890 736,259
––––––––––– –––––––––––

The accompanying notes form part of these financial statements.
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Notes to and forming part the of the Financial Statements
for the year ended 30 June 1999

1. SUMMARY OF SIGNIFICANT ACCOUNTING POLICIES
The financial report is a general purpose financial report that has been prepared in accordance with Australian Accounting Standards, the Workplace
Relations Act 1996 and other mandatory professional reporting requirements. The financial report is prepared on an accruals basis and is based on
historical costs and does not take into account changing money values or, except where stated, current valuations of non-current assets. The accounting
policies have been consistently applied unless otherwise stated.

The following is a summary of the material accounting policies adopted by the association in the preparation of the financial report:

(a) Fixed Assets
The depreciable amount of all fixed assets are depreciated on a straight line basis over the useful lives of the assets to the association commencing
from the time the asset is held ready for use.

The depreciation rates used for each class of depreciable assets are:

Class of Asset Depreciation Rate
Leasehold Land and Buildings 2.5%
Freehold Land and Buildings 4%
Furniture and Fittings 20%
Leased Assets at Cost 20%
Office Furniture and Equipment 5% to 33%

The carrying amount of fixed assets is reviewed at annually by management to ensure that it is not in excess of the recoverable amount of those assets.

The recoverable amount is assessed on the basis of expected net cash inflows which will be received from the assets’ employment and subsequent
disposal. The expected net cash flows have not been discounted to their present value in determining the recoverable amounts.

(b) Employee Entitlements
Provision is made for the association’s liability for employee entitlements arising from services rendered by employees to balance date. Employee
entitlements expected to be settled within one year together with entitlements arising from wages and salaries, annual leave and sick leave which
will be settled after one year, have been measured at their nominal amount. Other employee entitlements payable later than one year have been
measured at the present value of the estimated future cash outflows to be made for those entitlements.

Contributions are made by the association to an employee superannuation fund and are charged as expenses when incurred.

(c) Leases
Financial leases are leases that effectively transfer to the association substantially all of the risks and benefits incidental to ownership of the asset,
but not the legal ownership, are transferred to the association, are classified as finance leases. Finance leases are capitalised recording an asset and
a liability equal to the present value of the minimum lease payments, including any guaranteed residual values. Leased assets are amortised on a
straight line basis over their estimated useful lives where it is likely that the association will obtain ownership of the asset or over the term of the
lease. Lease payments are allocated between the reduction of the lease liability and the lease interest expense for the period.

Lease payments under operating leases, where substantially all the risks and benefits remain with the lessor, are charged as expenses in the periods
in which they are incurred.

(d) Inventories
Inventories consist of regalia and are measured at the lower of cost and net realisable value. Costs are assigned on a specific identification basis and
include direct costs and appropriate overheads, if any.

(e) Cash
For the purposes of the Statement of Cash Flows, cash includes cash on hand, at banks and on deposit.

2. INCOME TAX
The Australian Federal Police Association – National Council is exempt from income tax due to the exemption granted under section 50-15 of the
Income Tax Assessment Act 1997.

1999 1998
$ $

3. CASH
Cash on hand 250 268
Cash at bank 232,605 204,349
Cash on deposit 26,445 15

––––––––––– –––––––––––
259,300 204,632

––––––––––– –––––––––––

4. RECEIVABLES
Sundry debtors 1,285 958
Loan to Australian Law and Justice Association 5,000 5,000

––––––––––– –––––––––––
6,285 5,958

––––––––––– –––––––––––

5. PROPERTY, PLANT AND EQUIPMENT
At Committee of Management’s valuation 1999 1,100,000 1,100,000
Accumulated Amortisation (31,192 ) (3,692 )

––––––––––– –––––––––––
1,068,808 1,096,308

––––––––––– –––––––––––
Freehold Land and Buildings
– Progressively Revalued
Committee of Management’s valuation 1999 162,200 243,300
Accumulated Depreciation (6,506 ) (27 )

––––––––––– –––––––––––
155,694 243,273

––––––––––– –––––––––––
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Notes to and forming part the of the Financial Statements
for the year ended 30 June 1999

Freehold Land and Building – To be Revalued At Cost 256,144 256,144
Accumulated Depreciation (135,059 ) (124,813 )

––––––––––– –––––––––––
121,085 131,331

––––––––––– –––––––––––

Furniture and Fittings (Units) at cost 62,717 70,723
Less accumulated depreciation (62,717 ) (70,723 )

––––––––––– –––––––––––
– –

––––––––––– –––––––––––

Leased Assets – at cost 29,487 15,987
Less accumulated depreciation (11,042 ) (7,726 )

––––––––––– –––––––––––
18,445 8,261

––––––––––– –––––––––––

Office furniture, equipment and motor vehicle 181,036 163,512
Less accumulated depreciation (145,545 ) (136,637 )

––––––––––– –––––––––––
35,491 26,875

––––––––––– –––––––––––

1,399,523 1,506,048
––––––––––– –––––––––––

6. ACCOUNTS PAYABLE
Sundry creditors 24,265 81,691

––––––––––– –––––––––––

7. BORROWINGS
CURRENT

Secured Loans 31,716 31,716
––––––––––– –––––––––––

NON CURRENT
Secured loan – secured by a unit – 47,165
Secured loan – secured by a building 669,003 689,302

––––––––––– –––––––––––
669,003 736,467

––––––––––– –––––––––––

8. LEASING COMMITMENTS
(a) Finance Lease

Finance lease capitalised in the accounts in accordance
with the accounting policies defined in Note 1(c)

Payable:
Not later than one year 7,820 4,416
Later than one year 5,613 4,416
Later than two but not later than five years 10,212 2,576

––––––––––– –––––––––––

Minimum lease payments 23,645 11,408
Less future finance charges 4,358 2,083

––––––––––– –––––––––––
19,287 9,325

––––––––––– –––––––––––

(b) Operating Lease Commitments
Being for lease of Motor Vehicles

Payable:
Not later than one year 7,453 16,576
Later than one year but not later than two years – 5,526

––––––––––– –––––––––––

7,453 22,102
––––––––––– –––––––––––

9. PROVISIONS
CURRENT
Provision for annual leave 18,004 8,363

––––––––––– –––––––––––

10. OTHER CURRENT LIABILITIES
Rent received in advance – 65,180

––––––––––– –––––––––––

11. SEGMENT REPORTING
The association operates by providing facilities to members of the association within Australia.

12. CONTINGENT LIABILITIES
Estimates of material amounts of contingent liabilities, not provided for in the accounts, arising from:

The Legal Assistance Fund. An amount of $59,500 has been pre-approved for the provision of legal assistance to the members of the Australian
Federal Police Association. All the solicitors acting in these matters are aware that the Australian Federal Police Association is not responsible for
any costs incurred above the set limit.
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Notes to and forming part the of the Financial Statements
for the year ended 30 June 1999

13. FINANCIAL INSTRUMENTS
13.1 Interest Rate Risk

The association’s exposure to interest rate risk, which is the risk that a financial instrument’s value will fluctuate as a result of changes
in market interest rates and the effective weighted average interest rates on those financial assets and financial liabilities, is as follows:

13.2 Credit Risk
The maximum exposure to credit risk, excluding the value of any collateral or other security, at balance date to recognised financial assets
is the carrying amount, net of any provisions for doubtful debts, as disclosed in the balance sheet and notes to the financial statements.

The association does not have any material credit risk exposure to any single debtor or group of debtors under financial instruments
entered into by the company.

13.3 Net Fair Values
The net fair values of assets and liabilities approximates their carrying value. No financial assets and financial liabilities are readily traded
on organised markets in standardised form. Financial assets where the carrying amount exceeds net fair values have not been written
down as the association intends to hold these assets to maturity.

The aggregate net fair values and carrying amounts of financial assets and financial liabilities are disclosed in the balance sheet and in the
notes to and forming part of the accounts.

14. INFORMATION TO BE PROVIDED TO MEMBERS OF REGISTRAR
In accordance with the requirements of the Workplace Relations Act 1996, the attention of members is drawn to the provision of sub-sections (1),
(2) and (3) of Section 274, which reads as follows:

(1) A member of an organisation, or a Registrar, may apply to the organisation for specified prescribed information in relation to the organisation.

(2) An organisation shall, on application made under subsection (1) by a member of the organisation or a Registrar, make the specified
information available to the member or Registrar in such manner, and within such time, as prescribed.

(3) A Registrar may only make an application under subsection (1) at the request of a member of the organisation concerned, and the Registrar
shall provide to a member information received because of an application made at the request of the member.

1999 1998
$ $

15. CASH FLOW INFORMATION
(a) Reconciliation of Cash

Cash on hand 250 268
Cash at bank 232,605 204,349l
Cash on deposit 26,445 15

––––––––––– –––––––––––
259,300 204,632

––––––––––– –––––––––––

(b) Reconciliation of net cash provided by
operating activities to operating result

Operating result 110,631 (70,072 )

Non cash flows in operating surplus:
Amortisation 30,816 34,119
Depreciation 26,762 40,100
Gain on disposal of assets (29 ) (403 )
Loss on disposal of assets – 15,821
Revaluation decrement – 161,271

Change in net assets and liabilities:
(Increase) Decrease in receivables (327 ) 187
(Increase) in prepayments (677 ) (3,811 )
Decease (Increase) in inventories 8,983 (5,280 )
Decrease in investments – 672
(Decrease) in accounts payable (57,426 ) (137,754 )
Increase (Decrease) in provisions 9,641 (33,064 )
(Decrease) Increase in income in advance (65,180 ) 46,220

––––––––––– –––––––––––
Net cash provided by operating activities 63,194 48,006

––––––––––– –––––––––––

Weighted Average Floating Interest Fixed Interest Rate Maturing
Effective Interest Rate Rate Within 1 Year 1-5 Years

1999 1998 1999 1998 1999 1998 1999 1998
% % $ $ $ $ $ $

Financial Assets
Cash 1 1 232,855 204,617 _ _ _ _
Short Term Deposits 2 2 26,445 15 _ _ _ _

––––––––– ––––––––– ––––––––– ––––––––– ––––––––– –––––––––
Total Financial Assets 259,300 204,632 _ _ _ _

––––––––– ––––––––– ––––––––– ––––––––– ––––––––– –––––––––

Financial Liabilities
Secured Loans 9.5 9.5 _ _ _ _ 700,719 768,183
Lease Liabilities 14.01 14.01 _ _ 6,089 3,358 3,198 5,967

––––––––– ––––––––– ––––––––– ––––––––– ––––––––– –––––––––
Total Financial Liabilities _ _ 6,089 3,358 703,917 774,150

––––––––– ––––––––– ––––––––– ––––––––– ––––––––– –––––––––
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AUSTRALIAN FEDERAL POLICE ASSOCIATION
NATIONAL COUNCIL

Detailed Income and Expenditure Statement
for the year ended 30 June 1999

1999 1998
$ $

INCOME

Diary and Journal 12,095 7,365
Interest received 2,225 1,522
Membership fees 848,808 827,618
Profit on sale of fixed asset 29 403
Rent received – AFPA House 74,568 67,395
Rent received – Units 25,803 61,624
Souvenir sales 40,856 31,910
Sundry income 24,442 26,603

––––––––––– –––––––––––

TOTAL INCOME 1,028,826 1,024,440
––––––––––– –––––––––––

EXPENSES

Comcare service – 11,500
National Executive expenses 81,123 113,895
Membership Insurance scheme 117,114 112,905
Legal Assistance to members 56,667 65,334
Journal expenses 39 2,125
Units expenses 43,920 46,791
Payments to branches 46,475 37,149
Building expenses – AFPA House 149,291 140,382
Purchase of Inventory 18,412 27,677
Salaries and related expenses (staff) 172,776 168,128
Salaries paid to Officials 71,050 57,758

National Office Expenses:
Affiliation fees 34,960 18,580
Insurance 14,345 10,109
Legal Fees 10,557 5,707
Other 90,831 102,515
Travel and accommodation 10,635 12,686

––––––––––– –––––––––––

TOTAL EXPENSES 918,195 933,241
––––––––––– –––––––––––

OPERATING SURPLUS 110,631 91,199
––––––––––– –––––––––––



Australian Federal Police Association Journal Special Issue 2000 – Page 47

POLICE FEDERATION OF AUSTRALIA
NATIONAL COUNCIL

Financial Report for the year ended 30 June 2000

COMMITTEE OF MANAGEMENT’S CERTIFICATE
We, and , being two members of the Committee of Management of the Police Federation of Australia do state on behalf of the Committee and in accordance with a resolution

passed by the Committee that:

In the opinion of the Committee of Management, the attached accounts show a true and fair view of the financial affairs of the Federation as at 30 June 2000.

In the opinion of the Committee of Management, meetings of the Committee were held during the year ended 30 June 2000, in accordance with the rules of the Federation.

To the knowledge of any member of the Committee, there have been, during the year ended 30 June 2000, no instances where records of the organisation or other documents

(not being documents containing information made available to a member of the Federation under Sub-Section 274[2] of the Workplace Relations Act, 1996), or copies of

those records or documents, or copies of the rules of the Federation, have not been furnished, or made available, to members in accordance with the requirements of the

Workplace Relations Act, 1996, the Regulations thereto, or the rules of the Federation.

The Federation has complied with Sub-Sections 279 [1] and [6] of the Act in relation to the financial accounts in respect of the period ended 30 June 1999 and the Auditors'

Report thereon. 

................................................

................................................

20 August 2000

ACCOUNTING OFFICER’S CERTIFICATE
I, Mark Burgess, being the Officer responsible for keeping the accounting records of the Police Federation of Australia, certify that as at 30 June 2000 the number of members

of the Federation was 30,822.

In my opinion:

The attached accounts show a true and fair view of the financial affairs of the Federation as at 30 June 2000.

A record has been kept of all moneys paid by, or collected from, members and all moneys paid or collected have been credited to the bank account to which those monies are

to be credited, in accordance with the rules of the Federation.

Before any expenditure was incurred by the Federation, approval of the incurring of the expenditure was obtained in accordance with the rules of the Federation.

With regard to funds of the Federation raised by compulsory levies or voluntary contributions from members, or funds other than the General fund operated in accordance

with the rules, no payments were made out of any such fund for purposes other than those for which the fund was operated.

No loans or other financial benefits, other than remuneration in respect of their full time employment with the Federation, were made to persons holding office in the

Federation.

The register of the Federation was maintained in accordance with the Workplace Relations Act, 1996. 

................................................

MARK BURGESS

20 August 2000
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INCOME AND EXPENDITURE ACCOUNT
FOR THE YEAR ENDED 30 JUNE 2000

NOTES 2000 1999
$ $

INCOME

Contributions from Branches

Affiliation Fees 565,503 478,658

Interest Received 1,533 2,068
––––––––––– –––––––––––

TOTAL INCOME 567,036 480,726
––––––––––– –––––––––––

EXPENDITURE

Accrued Annual Leave – Increase in Provision 11,670 12,052

ACTU Affiliation Fees 48,616 49,646

Bank Charges 1,190 1,079

Computer Expenses 8,136 1,229

Delegation Expenses 8 130,728 108,738

Depreciation 17,893 17,123
Fringe Benefits Tax 46 (3,331 )

General Office Expenses 11,551 13,174

Insurance 5,056 3,532

Long Service Leave – Increase in Provision 25,995 5,396

Motor Vehicle Expenses 5,535 4,696

Professional Services 7 22,017 8,375

Relocation of Offices 9 14,358 –

Rent and cleaning 30,022 43,784

Remuneration – Staff 51,043 47,204

Remuneration – Officers 195,899 205,686

Superannuation 18,646 15,865

Telephone 14,645 11,441
––––––––––– –––––––––––

TOTAL EXPENDITURE 613,046 545,689
––––––––––– –––––––––––

NET DEFICIT FOR YEAR (46,010 ) (64,963 )

ACCUMULATED FUNDS AT BEGINNING OF YEAR 75,126 140,089
––––––––––– –––––––––––

ACCUMULATED FUNDS AT END OF YEAR 29,116 75,126
––––––––––– –––––––––––

[The attached Notes 1 to 11 form part of these Accounts]

BALANCE SHEET AS AT 30 JUNE 2000
NOTES 2000 1999

$ $
ACCUMULATED FUNDS 29,116 75,126

Represented by Net Assets as follows:

ASSETS

CURRENT ASSETS

Deposits with financial institutions 76,838 45,202

Cash on Hand 700 700

Sundry Debtors and Prepayments 134 –
––––––––––– –––––––––––

mounts Due from Branches 2,585 20,731

80,257 66,633
––––––––––– –––––––––––

Deposit with financial institution 42,804 49,124
––––––––––– –––––––––––

FIXED ASSETS

Computer Equipment 3 1,153 3,882

Furniture and Fittings 4 8,766 15,487

Motor Vehicle 5 25,024 31,162

Partitions 6 – 13,496

34,943 64,027
––––––––––– –––––––––––

TOTAL ASSETS 158,004 179784
––––––––––– –––––––––––
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LESS LIABILITIES

Provision for Accrued Annual Leave 16,002 36,832

Provision for Long Service Leave 56,981 30,986

Sundry Creditors 55,905 36,840
––––––––––– –––––––––––

TOTAL LIABILITIES 128,888 104,658
––––––––––– –––––––––––

NET ASSETS 29,116 75,126
––––––––––– –––––––––––

[The attached Notes 1 to 11 form part of these Accounts]

STATEMENT OF CASH FLOWS FOR THE 

YEAR ENDED 30 JUNE 2000

NOTES 2000 1999
$ $

CASH FLOW FROM OPERATING ACTIVITIES 

Contributions from Branches 583,649 463,107

Interest Received 1,533 2,068

Payments to Suppliers and Employees (526,110) (553,699)

Payment of Employee Entitlements (32,500) –
––––––––––– –––––––––––

NET CASH PROVIDED BY(USED IN) OPERATING ACTIVITIES 11 26,572 (88,524)
––––––––––– –––––––––––

CASH FLOW FROM INVESTING ACTIVITIES

Payments for Property, Plant and Equipment (4,756) (2,220)

Sale of Property, Plant and Equipment 3,500 –
––––––––––– –––––––––––

NET CASH PROVIDED BY (USED IN) INVESTING ACTIVITIES (1,256) (2,220)
––––––––––– –––––––––––

NET INCREASE(DECREASE) IN CASH HELD 25,316 (90,744)

Cash at Beginning of year 95,026 185,770
––––––––––– –––––––––––

CASH AT END OF YEAR 10 120,342 95,026
––––––––––– –––––––––––

NOTES TO AND FORMING PART OF THE ACCOUNTS
FOR THE YEAR ENDED 30 JUNE 2000

1. STATEMENT OF ACCOUNTING POLICIES
The accounts have been prepared in accordance with Statements of Accounting Concepts, other mandatory professional reporting requirements and the
Workplace Relations Act, 1996. The accounts have also been prepared on the basis of historical costs and do not take into account changing money values
or, except where stated, current valuations of non-current assets. The accounting policies have been consistently applied, unless otherwise stated.

The following is a summary of the significant accounting policies adopted by the economic entity in the preparation of the accounts.

a) Depreciation of fixed assets is calculated on the straight line basis in order to write the assets off over their useful life.

b) Provision for employee benefits in the form of Long Service Leave and Accrued Annual Leave have been made for the estimated accrued entitlements
of all employees on the basis of their terms of employment.

In the case of Long Service Leave, the accrual has been measured by reference to periods of service and current salary rates as it is considered that
this results in an amount not materially different to that achieved by discounting estimated future cash flows.

c) No provision for Income Tax is necessary as the income of the Federation is exempt from Income Tax under Section 50-15 of the Income Tax
Assessment Act.

INFORMATION TO BE PROVIDED TO MEMBERS OR REGISTRAR
In accordance with the requirements of the Workplace Relations Act, 1996 the attention of members is drawn to the provisions of Sub-Sections [1], [2]
and [3] of Section 274 which read as follows:

1) A member of an organization, or a Registrar, may apply to the organization for specified prescribed information in relation to the organization.

2) An organization shall, on application made under Sub-Section [1] by a member of the organization or a Registrar, make the specified information
available to the member or Registrar in such manner, and within such time, as is prescribed.

3) A Registrar may only make an application under Sub-Section [1] at the request of a member of the organization concerned, and the Registrar shall
provide to a member information received because of an application made at the request of the member.
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NOTES TO AND FORMING PART OF THE ACCOUNTS
FOR THE YEAR ENDED 30 JUNE 2000 (CONT’D)

NOTES 2000 1999
$ $

3. COMPUTER
Cost 7,407 10,976

Less Accumulated Depreciation 6,254 7,094
––––––––––– –––––––––––

1,153 3,882
––––––––––– –––––––––––

4. FURNITURE AND FITTINGS
Cost 20,669 30,430

Less Accumulated Depreciation 11,903 14,943
––––––––––– –––––––––––

8,766 15,487
––––––––––– –––––––––––

5. MOTOR VEHICLES
Cost 40,921 40,921

Less Accumulated Depreciation 15,897 9,759
––––––––––– –––––––––––

25,024 31,162
––––––––––– –––––––––––

6. PARTITIONS
Cost – 24,364

Less Accumulated Depreciation – 10,868
––––––––––– –––––––––––

– 13,496
––––––––––– –––––––––––

7. PROFESSIONAL SERVICES
Audit Fees 7,500 7,000

PFA Accounting Review 5,995 –

AFPA Accounting Review 3,825 –

AFPA Legal Advising re Entity 2,615 –

Legal Fees 2,082 1,375
––––––––––– –––––––––––

22,017 8,375
––––––––––– –––––––––––

8. DELEGATION EXPENSES
Sundry Delegation Expenses 5,674 13,499

Board of Control 26,896 18,875

Entertainment 5,498 3,717

Industrial Planning Committee 7,331 1,653

Travel 23,358 38,169

Industrial Expenses (inc. Lobbying) 54,728 18,719

Seminars 7,243 14,106
––––––––––– –––––––––––

130,728 108,738
––––––––––– –––––––––––
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NOTES TO AND FORMING PART OF THE ACCOUNTS
FOR THE YEAR ENDED 30 JUNE 2000 (CONT’D)

NOTES 2000 1999
$ $

RELOCATION OF OFFICES

Removal Expenses 1,911 –

Loss on Disposal of Assets 12,447 –
––––––––––– –––––––––––

14,358 –
––––––––––– –––––––––––

10. RECONCILIATION OF CASH
For the purpose of the Statement of 

Cash Flows, cash at the end of the 

financial period is reconciled to the 

following items in the Balance Sheet:

Cash with financial institutions 76,838 45,202

Cash on Hand 700 700

Cash with financial institutions – LSL Fund 42,804 49,124
––––––––––– –––––––––––

120,342 95,026
––––––––––– –––––––––––

11. CASH FLOW INFORMATION
Reconciliation of Cash Flow

Operations with net Deficit

Net Deficit (46,010 (64,963)

Non-Cash Flows in Net Surplus

Depreciation 17,893 17,123

Increase in Provisions for Employee Entitlements 37,665 17,448

Loss on Disposal of Assets 12.447 –

Payment of Employee Entitlements (32,500) –

Changes in Assets and Liabilities

Increase(Decrease) in Creditors 19,065 (46,755)

(Increase) Decrease in Prepayments – 4,174

(Increase) Decrease in Debtors 18,012 (15,551)
––––––––––– –––––––––––

Cash Flow From (Used in) Operations 26,572 (88,524)
––––––––––– –––––––––––

INDEPENDENT AUDIT REPORT
To the members of the Police Federation of Australia.

SCOPE
We have audited the financial accounts of the Police Federation of Australia for the year ended 30 June 2000 as set out on pages 1 to 8. The Federation's
Board of Management and Accounting Officer are responsible for the preparation and presentation of the financial accounts and the information they
contain. We have conducted an independent audit of these financial accounts in order to express an opinion on them to the members of the Federation.

Our audit has been conducted in accordance with Australian Auditing Standards to provide reasonable assurance as to whether the financial accounts
are free of material misstatement. Our procedures included examination, on a test basis, of evidence supporting the amounts and other disclosures in
the financial accounts, and the evaluation of accounting policies and significant accounting estimates. These procedures have been undertaken to form
an opinion as to whether, in all material respects, the financial accounts are presented fairly in accordance with Australian accounting standards, other
mandatory professional reporting requirements and statutory requirements so as to present a view of the Federation which is consistent with our
understanding of its financial position and the results of its operations.

The audit opinion expressed in this report has been formed on the above basis.

AUDIT OPINION
We have received all the information and explanations required for the purposes of our audit.

In our opinion:

i) There were kept by the Federation in respect of the period under review, satisfactory records detailing the sources and nature of income of the
Federation [including income from members] and the nature and purposes of expenditure, and

ii) The attached accounts are prepared in accordance with Section 273 of the Workplace Relations Act, 1996. The accounts set out on pages 1 to 8
have been prepared from the accounting records of the Federation and are properly drawn up so as to give a true and fair view of:

a) the financial affairs of the Federation as at 30 June 2000; and

b) the income and expenditure and deficit of the Federation for the year ended on that date;

and are in accordance with applicable Accounting Standards and other mandatory professional reporting requirements.

A.J. WILLIAMS & CO.

Chartered Accountants.

.......................

P.F. WALES.

Registered Company Auditor.

2 Market Street,

SYDNEY NSW 2000

24 August 2000
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PROFIT & LOSS ON AFPA UNITS
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