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Executive Summary

WesternAustraliais the largeststatein Australiaand is the largestPolicejurisdiction in
the world. Thecombinationof large areaand few major centreswith the full rangeof
servicesand facilities make it difficult to attract and retain peoplefor regional/remote
service.

The WesternAustraliaPolice compriseof 5183police officersand 1310policestaff As
at 31 October2005 therewere4,254 maleofficers; 936 femaleofficers;577 malepublic
servants(police staff)and801 women.

Resignationsor separationsasthey are called amongpolice officers reported6.95%of
women separatedfrom the agency(police officers and police staff) in the 2004-2005.
This representsan overall increaseof 1.58%from 2003-2004. The separationrate of
female police officers increased by 0.67% and the separationrate for police staff
increasedby 2.1 1%. (Seeappendix1).

One of the reasonsreported by women in the exit interviews conductedis family
responsibility. Researchwith women policeofficers leavingthejob highlights the issue
of child careandflexible work arrangementasdecidingfactors.

WA Police has introduced flexible work options to encourageand assist women,
particularlythosewith childrento returnto work/stayin theworkforce.

22.90%ofwomenacrosstheagencyaccessedpart-timework arrangementsin 2004-2005
reportingperiod.This rate increasedfrom 22.58%in 2003—2004.

TheWA Governmenthascommittedto recruiting350 police officersaboveattrition over
afour yearperiod.WA Police like manyotherjurisdictionsaroundtheworldarealready
experiencinga downward trend in capacity to attract/retainsufficient police officers.
Attractingwomen to theagencyandretainingthemthroughouttheircareeris akey focus
oftheWA Police whichhasestablishedastrongWomen’sAdvisoryNetworkto assist.

This submissionidentifiesGovernmentpolicy andsystemiclimitationsto achievingwork
life balancethat directly affects the capacity of policing to achieve the required
workforceto meetcurrentandfuturedemands.Thepaperalsopresentsoptionsfor policy
actionthat would assistthe situation.

Somechangesto Governmentpolicies andsystemswould assistin efforts for policing to
attract and retain a workforce that will meet current and future needs in regard to
communitysafety.

ForEmployees
• Lower cost of child care and viable option to salary-sacrificechild care

services.

• Greateravailability ofchild careservices,
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• Availability ofchild carethat would supportservicesthat are24 hr/7 daysie
afterhours/overnightchild care.

• Increasedoptionsto tap into part-time/casualcarersto cover emergencycall-
out, professionaldevelopmentetc

• Equity of Governmentfunded support for casual/nannyand otherovernight
andemergencychild carecoverage.

• Wide rangeof optionsunder“carer” classificationunder relatedpolicies e.g.

for overnightwhenparenton nightshift; or in regional/rural& remote.

ForEmployers
• Incentivesto provideoptions,e.g. child care,that will assistin attractionand

retentionofstafffor policingservices.

• Elimination of EDT to makeit a viableoption for employersto provide, fund
or reimbursechild care.

• Possibility to offer Salary-sacrificeoptions to staff for child care services
and/orprovideassistancewithout incurringEDT
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Importance ofwork-life balanceto policing

The role of police is widely acknowledgedasan essentialserviceto thecommunity.The
WA Police providesa wide rangeof servicesincluding communitypatrolling, traffic
enforcementand management,respondingto calls for assistance,detectionof computer
crime, drug offences,respondingto domesticviolenceand child abuse,investigationof
offences,presentingcasesto court,protectionservices,attendingemergencies,andcrime
preventionand communitysafetystrategiessuchascommunityeducation,working with
young people,etc.Police officersare requiredto be ableto undertakeall of theseservices
andastheyarepromoted,an increasingrole in organisationalmanagement.

Policingwork is by natureoftendifficult andpotentiallydangerous.This canadda lot of
pressureto individuals and families, and makesit evenmore importantto havea good
work/life balance.

The rangeand typeof work all indicatea challengein termsofwork/life balance,asthe
job requiresa high level of dedicationto professionaldevelopmentaswell as the on-
going demandsofthejob.

Addedto this, policing is a 24hour/7day-a-weekservice.This requireson-going shift
work andemergencycall-out.

Theincreasein demandfor policing services

The demand for policing services is increasing for a range of reasons,including
population growth and additional security issues.At the sametime thereis increasing
difficulty in attracting and retainingpolice officers to meet currentdemand,let alone
future demand. The WA State Governmentcommittedto recruiting an additional 350
policeofficers aboveattrition overa fouryearperiodfrom the2005-06financial year.

Attrition is running at approximately30 per monthwith one of the majorreasonscited
for women resigningwas family responsibilities.Thedecreasingnumberof womenre-
enteringorretainingwork is of aconcernto WA Police.

Child Careis increasingimportantin attraction/retentionofpoliceofficers

A critical issuein attractionandretention,andthe ability for policeofficersto havework-
life balance,is the availability of affordable options for child care, family care and
flexible working arrangements.Researchwith women police officers leaving thejob
highlights theissueofchild careandflexible work arrangementasdecidingfactors.

This submissionidentifiesGovernmentpolicy andsystemiclimitations to achievingwork
life balance that directly affects the capacity of policing to achieve the required
workforceto meetcurrentandfuturedemands.Thepaperalsopresentsoptionsfor policy
actionthat would assistthesituation.

WesternAustraliaPolice SubmissionApril 06 4



Issuesin Work-life Balancefor Policing

As with manyemployers,the WA Police are increasinglyconcernedat their capacityto
attractand retain police officers to meetcurrent and future demand.Whilst a rangeof
initiative havebeenintroduced,suchasflexible work options, lateralentryetctheagency
is limited in someof thekey factorsthat influencepoliceofficers, both maleand female,
to leave,ornot return,to work in policing.

One of the key factors identified as a barrier to taking up policing and returningto
policing dutiesafter extendedleave or secondment,is the high cost of child care, the
unavailability of after-hourschild careandthepossibility that flexible work optionsmay
not remainavailable.Also identifiedwasthefactthat whenpart-timeworkwasavailable
and taken up, other career developmentoptions such as training and professional
developmentopportunitieswere limited becauseof work loadpressuresfor operational
units.

For some time the WA Police have had many initiatives in placeto attractand retain
women police officers. Besidesthe good sensethis makesfrom a policing management
perspective,it assistsus in providinga relevantserviceto our diversecommunity.These
haveproved somewhatsuccessful,but we are starting to seea trendof an increasing
numberofwomenleaving ornot returningto policing.

As demandfor policing servicesincreases,andavailablepoliceofficersdecrease,thereis
added pressureon current police officers. Flexible work options may be restricted
becauseoftheneedto populateeachshift, This againaddsto thebarriersfor entry/return
to policingwork.

As a community Australianeedto recognisethe key issuesrelated to policing (and
possiblyother emergencyservices)and look to easingorremovingany barriersto work
entry/retention;and any barriersto developingand maintaininga work/life balancefor
policingpersonnel.

Pressureson thePolicing WorkforceImpactingWork/Life Balance

Many factorsimpactwork/life balance.Key factorsimpactingpolicing include:

• Increasingdemandfor policing services in times of security concerns,population

increase,urbanexpansionandcrime trends.

• On-goingneedfor 24hr-7day-a-weekservice

• Issuesof decreasingworkforce‘pool’

• Inability to attractandretainadequatenumbersof police officers

• Whentherearefewer staff, managingthepressureof meetingdemand
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• Individual parents/carersdilemmain balancingwork & family

• Child care available & affordable and flexible work options- Barriers to
entering/returningto policingwork

The following summaryexpandsthesepoints

Increasing Demand for Policing Services

Thereis anincreasingpopulationin WA to be servicedby Police/emergencyservices.

• Increasingpopulation—. “Queensland,WesternAustraliaandtheNorthern
Territory recordedannual growth rates greaterthan Australia overall in
2004-05. Queensland’spopulation increased by 2.0% while Western
Australia’sincreasedby 1.6%andtheNorthernTerritory’s by 1.5%.’”

• Increasing tourism —“ A total of 82,266 overseasvisitors arrived in
WesternAustraliaby air on holiday in thethreemonthsto December2005
- 5,248(6.8%)morethanin thesameperiodof2OO4.~~2

Thereare increasedcommunityexpectationsof police/emergencyin times of heightened
securityfocus. The community seeksbetter response,and highervisibility of policing.
Thereis also aneedfor police to covera greaterrangeof issuesto monitor andrespond
to securityandcommunitysafety.
WA haslargestland areaof any State in Australia. Thereis increasingneedto provide

betterservicelevelsto regionalandremote.

On-goingNeedfor 24hr,7 day-a-weekService

• Thecommunityexpectsandrequiresa24/7policing service

• Providing24 hr 7 day aweek servicesbecomesincreasinglydifficult whenthere
is difficulty in attractingandmaintainingstaffing levels.

• With increasingconcernre crime ratesand securityconcerns— the community
doesexpectthat police, like other emergencyservices,are availablewhen and
wheretheyareneeded.

ABS Publication32l8.O~RegionalPopulationGrowth,Australia,2004-05

LatestISSUEReleasedat 11:30AM (CANBERRATIME) 23/02/2006

2 ABS Publication1367,5 . WesternAustralianStatisticalIndicators,Mar2006

LatestISSUEReleasedat 11:30AM (CANBERRATIME) 05/0412006
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Issuesof decreasein available workforce ‘pool’

Studieson the aging workforcehaveprojecteda decreasein Australianworkforcepool.
This will meanfewer peopleavailablewithin police recruiting agerange. Policing is in
competitionfor employeesfrom thatdecreasingpool.

Modernpolicing requirementsmeancriteria for entry that meansevenfewer to choose
from in the ‘pool’. Thereare communityexpectationsthat therewill be a high level of
selection criteria. In addition policing is not an easy role; it requires committed,
Intelligent, physically capable, ethical people. There is also an increasingneed for
diversity in theworkforceto servicethediversityin community.Police needto be ableto
attractretainwomenlethnic/indigenouspeople.

Difficulty in attracting/retainingquality people—

WA Police like many otherjurisdictions around the world are already experiencinga
downwardtrendin capacityto attractlretainsufficientpoliceofficers.

WesternAustraliais the largeststatein Australiaand is the largestPolice jurisdiction in
the world. Thecombinationof largeareaand few major centreswith the full rangeof
servicesand facilities make it difficult to attract and retain people for regional/remote
service.

An agingworkforce wanting flexibility/decreasedhourswhich will impact on available
hours forduty.

Fewerstaff; addedpressureof meetingdemand

Policing can be demandingwork. There is addedpressurewhenthereare fewer staff to
meetcommunitydemands.Operationalrequirementswith reducingstaff numbersalso
may mean the need to limit flexible work hours, and flexible work options when
operationalrequirementsso high.

Increasingly,the role is becominga specialistrole for police/emergencyworkers. This
requirespolice officers to keep up to date, professionally& technically. This requires
time to train andundertakeprofessionaldevelopment.

It is importantthat there areoptions for agenciesto attractandretaina workforce levels
to meetdemand,with strategiessuchas child careassistance,workplacechild careand
flexible work options.Equally thereneedsto be options for child carefor professionals
suchaspolice officers who needto undertakeprofessionaldevelopmentto be able to
continueprovidinga serviceto thepublic.
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Individual parents/carersdilemma in balancingwork & family

Police officersasparents/carersrecognisetheir socialresponsibilityandtheneedto have
time & better relationshipswith children; this not only providespolice officers with
supportivefamily life, but stableandbalancedfamiliesassistyoungpeopleto stay away
from crime and anti-socialbehaviour.When parentsare also police officers, thereare
addeddemandsof emergencycall-out, shift work is an addeddifficulty and availability
child carein this situationis essential.

Police officersareunderobligationto transferasthejob requires— this canmeantaking
family to live in rural/remotetowns that don’t have child care services.Affordable
employerfundedchild caresupport is neededto assistthesefamilies. Wherethelackof
child careservicesis an addedburden for families, this can lead to pressureon police
officersto abandonthejob or not returnafterparentalleave.

IdentifiedBarriersto work entry/ re-entry:

EmployeePerspective

:

• There is high cost of child care. At presentthis can not be offset throughsalary
packagingwithout FBT unlesson employerpremises(not really an option for police
stations).

• Thereis a lackof availability of child careto coveremergencycall-outs,shift work,
24/7servicedelivery.

• Lack of coverage for child care to cover periods when training/professional
developmentrequiresabsencefrom home.

• Lack of child carecentresin regional/rural/remoteareas;needto tap into available
child caresources— friends/family,andhavethemeligible under“carer”

FromAgencies/employersPerspective

• Attractionandretentionof stafffor policing servicesis a majorconcern.

• FringeBenefittax burdenof providing child careservicesandhigh costof employer-
providedchild careservice.This is amajorbarrieraspolicing servicesoffering added
incentiveto attractandretainthecurrentworkforce.

• Fewerstaffcombinedwith highercommunitydemandfor policing servicesleadsto
higherworkload. This leadsto increasedstressandtheconsequencesof stresssuchas
sick leave. This may lead to restrictions in flexible work practicesto cover the
workload— andthecyclecontinues.

• This doesnot assistin makingpolicing an attractivecareer,particularlyas it is a 24-
hr/7-day-a-weekjob.

• This leadsto decreasingnumbersof police officers in the workforce, and of those
workingtheremaybeless availability ofpolice officers throughsick leave/stress;
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Government policy and systemicchangesthat would assist

Somechangesto Governmentpoliciesandsystemswould assistin efforts for policing to
attract and retain a workforce that will meet current and future needs in regard to
communitysafety.

For Employees
• Lowercostofchild careandviableoptionto salary-sacrificechild careservices.

• Greateravailability ofchild careservices.

• Availability of child carethat would supportservicesthat are 24 hr/7 daysie after
hours/overnightchild care.

• Increasedoptions to tap into part-time/casualcarersto cover emergencycall-out,
professionaldevelopmentetc

• Equity of Governmentfunded support for casual/nannyand other overnight and
emergencychild carecoverage.

• Wide range of optionsunder “carer” classificationunder relatedpolicies e.g. for
overnightwhenparenton night shift; or in regional/rural& remote.

ForEmployers
• Incentives to provide options, e.g. child care, that will assist in attraction and

retentionof staff for policing services.

• Elimination of FBT to make it a viable option for employersto provide, fund or
reimbursechild care.

• Possibility to offer Salary-sacrificeoptions to staff for child care serviceswithout
FBT.
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APPENDIX 1

TURNOVER-WESTERN AUSTRALIAN POLICE As at 30 June 2005

WESTERN
AUSTRALIA
POLICE
SERVICE

TOTAL
SEPARATIONS

TOTAL
PERSONNEL*

PERCENTAGE

FEMALE
POLICE
OFFICER
SEPARATIONS

TOTAL FEMALE
POLICE
OFFICERS

2001-02 19 695 2.73%
2002-03 30 767 3.91%
2003-04 26 823 3.16%
2004-05 35 913 3.83%

FEMALE
POLICE STAFF
SEPARATIONS

TOTAL FEMALE
POLICE STAFF

2001-02 65 764 8.51%
2002-03 47 785 5.99%
2003-04 65 811 8.01%
2004-05 91 899 10.12%

FEMALE

POLICESTAFF
SEPARATIONS.

TOTAL FEMALE
POLICE.
OFFIcERS&
POLICE STAFr..

2001-02 84 1,459 .5.76%
2002,03.. .77....,. . .1,552 4.96%
2003-04 91 1,634 5.57%
2004-05 126 1,812 6.95%
Figure 1 Source: HR PlanningEquity& PolicyBranch

Total personnelis a headcountwhich includes employeeson leavewithout pay. Part-time
employeesare countedas one(1).
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NUMBER OF STAFF WORKING PART-TIME
WESTERN AUSTRALIA POLICE

As at 30 June 2005

2006

?Male

[offPoHeeMale
Police

Staff

2002 2003 2004

j____

41 38

Change from previous yearn
2003 2004 2005

No. % No. % No,

18 34 16 88.9 7 20.6 3 -7.3

8 12 19 18 4 50.0 7 58.3 -1 -5.2
Male

Police
Officers
&
Police
Staff

26 46 60 56 20 77.0 14 30.4 -4 -6.6

Female
Police
Officers

95 111 130 147 16 16.8 19 17.1 17 13.0

Female
Police
Staff

221 239 239 268 18 8.1 0 0.0 29 12.1

Female
Police
Officers
&
Police
Staff

316 350 369 415 34 10.76 19 5.4 46 12.4

Total 342 396 429 471 54 15.8 33 8.3 42 9.7%

Figure 2 Source: HR PlanningEquity & PolicyBranch

WesternAustraliaPoliceSubmissionApril 06 11


