
 
 
 

    

 
Our Reference:AD-22-0188-01 22/056474 
Contact Officer: Jen O’Farrell  
 

SENSITIVE 
 
 
11 April 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information Commission of Inquiry into specific 

matters relating to the Crime and Corruption Commission (Commission 
of Inquiry) 

 
I refer to your correspondence dated 5 April 2022 and 7 April 2022, in which you have 
requested additional information to supplement the information provided by the 
Crime and Corruption Commission (CCC) on 1 April 2022. Each matter will be 
addressed separately.  
 
Detailed organisational chart was requested. For seconded police officers can you 
please provide further detail in relation to the informal and formal reporting 
arrangements for these officers and how these arrangements intersect with 
structures and reporting arrangements for civilian staff.  
 
1. A further, more detailed Organisational Chart is provided at Attachment A.  
 
2. The detailed Organisational Chart identifies whether staff are civilian or from the 

Queensland Police Service (QPS) and the formal reporting arrangements between 
them.  

 
3. There are no informal reporting structures within the CCC.  
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A breakdown of police and civilian investigatory roles. For civilian roles, please outline the 
qualifications, skills and experience of those officers and provide an indication whether staff 
employed as civilian investigators also have a policing background, whether in Queensland or other 
jurisdictions.  
 
4. In the Crime division, there are currently 14 seconded police in investigatory roles and 0 civilians 

in investigatory roles. 
 
5. In the Corruption division, there are currently 19 seconded police in investigatory roles and 11 

civilians in investigatory roles.  
 
6. To clarify, these numbers do not include specialist investigator roles such as financial investigators, 

intelligence analysts, human source officers and forensic computing investigators.  
 
7. A policing background is not required for civilian investigator roles. However, of all civilian 

investigators currently at the CCC, only one does not have a policing background. 
 
8. Please refer to the following attachments for an outline of the qualifications, skills and experience 

required to fill the roles of the civilian investigator positions:  
 

• Attachment B - Director of Corruption Operations;  
• Attachment C - Senior Investigator; and  
• Attachment D - Investigators. 

 
The CCC’s engagement in strategic workforce planning. Specifically, information relating to the 
mapping of the skills and capabilities required to investigate corruption matters based on: a) data 
about the types of matters being reported and investigated, and b) whether the required skills and 
capabilities match the actual skills and capabilities of CCC staff, including seconded police officers.  

 
9. The CCC has a deliberate and structured approach to strategic workforce development. The CCC 

Futures Workforce Strategy defines a clear vision and roadmap that will ensure the CCC workforce 
continues to evolve to effectively combat major crime and reduce corruption.  
 

10. The CCC’s approach to strategic capability development is informed by its Workforce Strategy, 
Areas of Focus (which reflect existing and emerging trends), and strategic opportunities and risks. 
This approach targets investment at building core capabilities that are central to the performance 
of the CCC’s functions.  

 
11. Recent strategic plans have focused on developing the CCC’s digital, analytics and workforce 

capabilities, recognising the growing impact of sophisticated technology as an enabler of crime 
and corruption.  
 

12. Investments in new technology and training demonstrate the CCC’s commitment to developing 
the necessary skills and capabilities in its officers.  

 
13. The capability of corruption investigators is central to the performance of the corruption function. 

As outlined in the CCC’s submission, CCC corruption investigators have a baseline investigation 
capability that enables them to undertake investigations into a variety of matter types. Seconded 
police are trained detectives and civilian investigators can demonstrate a capability to conduct 
investigations.  
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14. The CCC is not in a position to recruit investigators who specialise in the investigation of particular 

matter types. This is because the nature of the CCC’s work changes over time and potential 
candidates seeking employment at the CCC may not have the specialised skill required. 

 
15. CCC corruption investigations are conducted by multi-disciplinary teams comprised of commission 

officers who have different skills and capabilities. The capabilities in the multi-disciplinary team 
are augmented by the specialist capabilities located elsewhere in the CCC (e.g. forensic computing, 
surveillance, etc). The CCC suggests that the core investigation capability provides a solid 
foundation for all corruption investigations, and augments these skills, where necessary. 
Additional specialist skill can be accessed to both guide the investigation and develop the 
capabilities of individual officers (with the potential to be incorporated into individual 
performance plans where appropriate).  

 
16. Ensuring the CCC can retain seconded police officers to balance skillsets and capabilities is another 

reason that the QPS Secondment Policy provides a degree of flexibility. 
 

17. If the CCC has a need to access niche or specialist knowledge, the CCC will source that skill via other 
means. The CCC has a history of partnering with units of public administration to source additional 
capability via secondments. Recent examples of this include Taskforce Flaxton, where officers from 
Queensland Corrective Services were seconded to the CCC, and the Wellers Hill investigation, 
where officers from the Department of Education were seconded to the CCC. 

 
18. In March 2020, the CCC developed a Strategic Workforce Planning Model (SWPM) to inform 

strategic workforce planning decisions aligned to annual strategy and budgeting decisions. 
Operational priorities since March 2020, including the COVID-19 pandemic, have meant that 
further development and use of this tool has not progressed. 
 

19. The SWMP provides a two-year view of the full-time-equivalents (FTE) required for each division 
to deliver a forecast portfolio of work. The SWPM is designed to take an enterprise view of the 
workforce, prioritising strategic changes and bringing into focus skills and capabilities that matter 
most to the strategy.  
 

20. The SWPM works largely on an activity-based demand model, which calculates required FTE by 
multiplying the number of anticipated activities by the amount of effort require to complete the 
activity.  
 

21. At the highest level, the SWPM considers five core ‘activity’ types: investigations; projects; witness 
protection; corporate services and indirect time. Each of these core activities comprises multiple 
levels of activity, allowing the model to be updated based on assumptions for different activities. 
The assumptions used for the type of matter being investigated can be adjusted to reflect the 
different resourcing and timeframe profiles of different types of investigations (the model already 
differentiates between three different types of corruption investigation).   

 
22. However, mapping has not been performed in relation to: 

a) data about the types of matters being reported and investigated; or 
b) whether the required skills and capabilities match the actual skills and capabilities of CCC staff, 

including seconded police officers.  
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Section 4.1.3. of Part 2, Section 2 of the Operations Manual sets out the circumstances in which 
independent advice is sought on certain cases and notes it ‘may include cases in which mandatory 
suspension or disqualification from office is a consequence of charging or conviction’. Please advise 
why the obtaining of independent advice is not mandatory in those circumstances.  
 
23. In drafting the criteria which govern when the CCC would seek external advice (either from the 

Office of the Director of Public Prosecutions or Senior Counsel), the intention was to provide 
decision-makers (in this case, executive officers who are experienced lawyers) with a degree of 
latitude to consider whether such advice is necessary in all the circumstances. 
 

24. There is a degree of discretion involved in the decision as to whether a particular case warrants 
obtaining external advice. It must be recognised that the CCC has its own lawyers, and that a 
comprehensive legal review of each matter is now required by policy. Noting that the  
decision-makers along the way are also experienced lawyers, it is considered that they are  
well-placed to make the decision about whether such advice is required. 
 

25. In most cases a statutorily mandated suspension or disqualification from office will be a matter 
that weighs strongly in favour of obtaining external advice. However, there will be cases, from time 
to time, where the matter is straight forward and where referral for external advice is not 
necessary.  

 
Copies of the Code of Conduct, Risk Management Framework and Risk Appetite Statement.  

 
26. Please refer to the following attachments: 

• Attachment E – Code of Conduct 
• Attachment F – Risk Management Framework 
• Attachment G – Risk Appetite Statement 

 
Any documents or information detailing the processes for auditing the conduct of seconded police 
officers against the CCC’s practices, procedures, code of conduct and any other ethical principles 
either on an ad hoc basis, periodically or following unsuccessful prosecutions or in any other 
circumstances.  
 
27. The CCC records its successful and unsuccessful prosecutions as an agency. It does not correlate 

the individual performance outcomes for seconded police officers to the success or failure of a 
prosecution.  

 
28. The CCC considers measuring the individual performance of a seconded police officer in relation 

to a successful or unsuccessful criminal prosecution would lead to it becoming an unintended 
influence, when the purposes of the Crime and Corruption Act 2001 (CC Act) are broader than 
achieving a criminal prosecution, for example, the CCC is to – 
 
a) raise standards of integrity and conduct in units of public administration; and 
b) help units of public administration to deal effectively and appropriately with corruption by 

increasing their capacity to do so. 
 

29. There are several internal requirements listed in the Operations Manual section MM02 a seconded 
police officer must adhere to, prior to making a decision to lay charges. While the decision to 
charge is for the seconded police officer, multiple disciplines contribute to this decision, including, 
for Corruption matters, lawyers and the Senior Executive Officer (Corruption). The Chairperson (or 
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their delegate) considers the matter and decides if it should be referred to the seconded police 
officer for consideration of charges.  

 
30. The conduct of seconded police officers is subject to the CC Act and the Police Service 

Administration Act 1990 (PSAA). Seconded police officers are bound by the CCC’s Code of Conduct 
and are bound as police officers by the Code of Conduct for the Queensland Public Service. Further, 
as police officers they are bound by the QPS Standard of Professional Practice which sets out the 
integrity and ethical framework.   

 
31. The performance of a seconded police officer is managed by a manager of at least one level higher 

in rank to them. Briefings are conducted on a frequent basis in relation to the progress of 
investigations which provide a day-to-day oversight of a seconded officer. Further, the reporting 
structure outlined in Attachment A shows the level of oversight for each seconded officer.  

 
32. The seconded police officer’s accoutrements and police files are inspected on a monthly basis and 

those results are entered into the Police Group App.  
 

33. The seconded police officer’s performance is managed by the QPS Development and Performance 
Review Policy. The CCC will provide these documents to the Commission of Inquiry should QPS 
provide approval to do so. 

 
34. The CCC recognises that reflection and critical analysis is central to continuous improvement. 

Consequently, structured processes are included in significant CCC activities to capture and embed 
good practices, and to identify and address practices that require improvement. For example 

 
• The Portfolio program and project management framework, which seeks to achieve a 

consistent and structured approach to portfolio, program and project management, includes 
the requirement to prepare a project closure report. A project closure report must capture 
lessons learned and identify how changes delivered by the project can be sustained and 
supported in the future.  

• Chapter MM01 – Matter Management, planning and conduct of the CCC Operations Manual 
(Operations Manual) recognises that the capabilities required to progress the investigation 
and the assessment of opportunities for improvement should be front-of-mind for Case 
Officers throughout the investigation. At Feasibility stage, the requirements and capabilities 
required to progress an investigation are central to proposing a recommended course of 
action. During delivery, the Case Officer will continually assess the progress of the 
investigation, having regard to the investigation scope and requirements, and to the capability 
of individuals working on the investigation. Section 4.2.4 Post-delivery relates to post-closure 
activity and includes an assessment of whether the investigation achieved its purpose and 
whether opportunities for improvement can be identified.  

 
Any information or documents detailing processes for complaints against seconded police officers 
including any external review processes in relation to those complaints such as via the Parliamentary 
Commissioner.  

 
Processes for receiving complaints   
35. There are numerous ways for a person to complain about the conduct of a police officer seconded 

to the CCC, including to the CCC, the QPS, and the Parliamentary Crime and Corruption Committee 
(PCCC). 
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To the CCC or PCCC 
36. An internal complaint will either be a report of suspected improper conduct sent to the Chief 

Executive Officer (CEO) or a workplace complaint. An external complaint, whether from the PCCC 
or other external stakeholder, will be by way of correspondence to the CCC, which is generally sent 
directly to the CEO.  

 
37. A complaint, whether formal or informal, may be made in person, via telephone, through the web 

portal, or by email. 
 

38. The CCC’s website provides information about complaints to the CCC and PCCC:  
 
Complaints about the conduct of a CCC officer 
To make a complaint about alleged improper conduct by a CCC officer, please email the CCC's Chief 
Executive Officer at CEO@ccc.qld.gov.au.  
 
Complaints about the CCC's service 
You can make a complaint about our services or a service provided by a CCC officer to the CCC or 
to our Parliamentary oversight committee, the Parliamentary Crime and Corruption Committee 
(PCCC).  
 
To make a complaint about a CCC service or the service provided by a CCC officer, you can: 

• call us on 07 3360 6060 
• email us at mailbox@ccc.qld.gov.au 
• complain in writing using our service delivery complaint form (DOC). 

 
Written complaints should be sent to: 
General Manager, Corporate Services 
Crime and Corruption Commission 
GPO Box 3123 
Brisbane Qld 4001 
 
You can also make a complaint about the CCC's services to the Parliamentary Crime and Corruption 
Committee (PCCC). Contact details of the PCCC are available at: 
https://www.parliament.qld.gov.au/work-of-committees/committees/PCCC. 

 
To the QPS 
39. The QPS website contains a form to provide feedback for a service or interaction provided by the 

QPS and/or a staff member or Police Officer employed by the QPS.1 
 

Processes for dealing with complaints  
40. The CCC has developed a complaints management system for managing various types of 

complaints against commission officers. The definition of ‘commission officers’ includes police 
seconded to the CCC under section 255 of the CC Act.2 Accordingly, the policies and procedures 
apply to seconded police. They include: 

 
1 https://forms.police.qld.gov.au/launch/feedback  
2 Crime and Corruption Act 2001 (Qld) (CC Act), s257.  
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• Complaints against commission officers policy and procedure (Attachment H); 
• Protocols for reporting suspected improper conduct of officers of the CCC (Attachment I); 
• Public interest disclosures against commission officers policy and procedure (Attachment J); 

and 
• Customer Service Complaints policy and procedure (Attachment K); and 
• Discipline policy and procedure (Attachment L).  

 
41. A summary is provided below.  

 
Complaints against commission officers’ policy and procedure 
42. The Complaints against commission officers’ policy and procedure (Complaints Policy) is the CCC’s 

overarching policy for internal complaints. It applies to all commission officers. 
 

43. The Complaints Policy divides complaints into four categories: 
• Improper conduct complaints; 
• Workplace complaints; 
• Customer service complaints; and 
• Human rights complaints and considerations.3 

 
44. The Complaints Policy details: 

• the channels by which complaints come to the CCC;4 
• the procedure for assessing the complaint;5  
• the procedure for dealing with Workplace complaints (including internal review);6  
• the procedure for dealing with Customer service complaints; and 7  
• the procedure for dealing with Human rights complaints. 8  

 
45. If the complaint raises a suspicion of improper conduct, the Complaints Policy stipulates that the 

Protocols for reporting suspected improper conduct of officers of the CCC (Improper Conduct 
Protocols) apply. 

 
Improper Conduct Protocols  
46. The Improper Conduct Protocols detail: 

• the receipt and notification of suspected improper conduct;9 
• taking action in relation to suspected improper conduct; 10 
• Parliamentary Commissioner initiated investigations;11 and 
• record keeping.12 

 
47. Improper conduct is conduct of a commission officer that involves:  

 
3 Complaints Policy, pages 4 and 5. 
4 Complaints Policy, page 5. 
5 Complaints Policy, page 6. 
6 Complaints Policy, page 9. 
7 Complaints Policy, page 13 
8 Complaints Policy, page 17 
9 Improper Conduct Protocols, page 1.  
10 Improper Conduct Protocols, page 2. 
11 Improper Conduct Protocols, page 3. 
12 Improper Conduct Protocols, page 3. 
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a) disgraceful or improper conduct in an official capacity; or  
b) disgraceful or improper conduct in a private capacity that reflects seriously and adversely on 

the commission; or  
c) conduct that would, if the person were an officer in a unit of public administration, be corrupt 

conduct; or  
d) disclosure of confidential information without the required authorisation, whether or not the 

disclosure contravenes an Act; or  
e) failure to ensure—  

i. a register kept by the commission under an Act is up to date and complete; or  
ii. all required documentation is on a file kept by the commission and correctly noted on a 

register kept by the commission under an Act; or  
f) exercise of a power without obtaining the required authorisation, whether inadvertently or 

deliberately; or  
g) noncompliance with a policy or procedural guideline set by the commission, whether 

inadvertently or deliberately, that is not of a minor or trivial nature; or  
h) exercise of a power conferred on the person under the CC Act or another Act in a way that is 

an abuse of the power.13  
 

Public interest disclosures against commission officers (policy and procedure) 
48. The Public interest disclosures against commission officers policy and procedure (PID policy) is 

relevant to anyone wishing to make a public interest disclosure (PID) about a commission officer. 
 

49. The PID Policy details: 
• the process for making a PID;14 
• assessing a disclosure;15 
• action to be taken if the disclosure is assessed as a PID;16 
• support for disclosers;17 and 
• rights of subject officers.18    

 
Customer Service Complaints policy and procedure 
50. The Customer Service Complaints policy and procedure (CSC Policy) defines customer service 

complaints and sets out a process for dealing with service delivery complaints. It complements the 
overarching Complaints Policy.  

 
51. A service delivery complaint is a customer complaint about any aspect of the CCC’s services (e.g. 

complaints about delays, communication or responsiveness). As such, the CSC Policy is largely 
relevant to the work of the CCC’s Integrity Services division, which is not staffed by any seconded 
police officers.   

 
Discipline policy and procedure 
52. In circumstances where a complaint against an officer seconded to the CCC gives rise to disciplinary 

grounds, the CCC’s Discipline policy and procedure (Discipline Policy) will apply.  
 

53. The Discipline Policy notes that a disciplinary process is not a substitute for managerial action, nor 
the need for managers to intervene early to address unsatisfactory conduct or work performance.  

 
13 CC Act section 329(4), Complaints Policy, page 4.  
14 PID policy, page 4. 
15 PID Policy, page 5.  
16 PID Policy, page 6. 
17 PID Policy, page 7. 
18 PID Policy, page 9. 
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54. The Discipline Policy details: 

• disciplinary grounds for relevant and former relevant commission officers; 
• the disciplinary process (in seven steps);  
• factors relevant to proposed disciplinary action; and  
• sharing disciplinary information. 

 
55. If a formal investigation is required, the Discipline Policy stipulates that the decision maker must 

consider whether to engage an internal or external investigator, including where the commission 
officer is a seconded police officer.19   
 

56. Pursuant to section 273C of the CC Act, the CEO of the CCC may discipline a seconded officer for 
misconduct, however, cannot in practice enforce any sanction other than reprimand or managerial 
guidance. This is because the CCC cannot alter the underlying employment relationship between 
the employee and QPS (for example, via dismissal, demotion or reduction in pay level). 
 

57. Where conduct could warrant a higher-level sanction, the CEO may determine the most 
appropriate course is to rescind the officer’s secondment so that the QPS may deal with the 
disciplinary matter. 
 

58. Of note, section 273DA of the CC Act obliges the CEO to provide disciplinary information about a 
person who is or was a relevant commission officer (including a police officer) to a relevant official 
(such as the Commissioner of Police), if that relevant official requests it.  

 
Discipline action after secondment  
59. Division 9, Subdivision 4 of the CC Act makes provision for dealing with disciplinary action against 

a former CCC officer who has moved or returned to QPS.  
 

60. The CCC’s CEO may make a disciplinary declaration about that person, declaring what the 
disciplinary outcome would have been had the person not left the CCC. Under subdivision 3, the 
QPS may take disciplinary action against the person. Disciplinary action may not be taken against 
the person by both the CCC and QPS.  
 

61. While the CCC’s CEO may refer the matter to QPS to take disciplinary action against the former 
secondee, QPS retains complete control over that process, including the outcome. 

 
Role of PCCC and Parliamentary Commissioner in dealing with complaints  
62. Section 329 of the CC Act provides that all conduct of CCC officers which a notifier suspects 

involves, or may involve, improper conduct must be notified to the PCCC and the Parliamentary 
Crime and Corruption Commissioner (Parliamentary Commissioner).  
 

63. The role of the Parliamentary Commissioner in dealing with complaints is set out from page 2 of 
the Improper Conduct Protocols. 
 

64. In deciding whether to take action in respect of suspected improper conduct, the PCCC and 
Parliamentary Commissioner may consider:  
• whether the CCC needs to take immediate action to secure evidence or to ensure the integrity 

of its operations;  
• the CCC’s recommended course of action in respect of dealing with the matter;  

 
19 Discipline Policy, page 7.  
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• the respective investigative resources and facilities of the PCCC, Parliamentary Commissioner 
and CCC;  

• whether the nature of the suspected improper conduct requires the investigation to be 
carried out independently of the CCC; and/or  

• any other relevant matter.  

 
65. Under s295(2) of the CC Act, the PCCC may, with bipartisan support:  

• ask the CCC to provide a report on the matter to the PCCC;  
• ask the CCC to investigate and provide a report on the matter to the PCCC;  
• ask the QPS or another law enforcement agency to investigate and report to the PCCC;  
• ask the Parliamentary Commissioner to investigate and provide a report to the PCCC;  
• refer the matter to the Director of Public Prosecutions; and/or  
• take other action it considers appropriate.  

 
66. If the PCCC requests the CCC to undertake an investigation of suspected improper conduct, or any 

part of an investigation, the PCCC may request the CCC to furnish reports of the investigation in 
such terms and at such intervals as are reasonably necessary.  
 

67. Upon the conclusion of an investigation of suspected improper conduct notified to the PCCC and 
Parliamentary Commissioner, the notifier will advise the PCCC and Parliamentary Commissioner of 
the investigative findings and any preliminary recommendations, prior to any action being 
undertaken.  

 
Other external review processes 
68. For completeness it should be noted section 332 of the CC Act enables a person to apply to a 

Supreme Court judge for an order in the nature of a mandatory or restrictive injunction if an 
investigation into corruption is being conducted unfairly. Section 334 of the CC Act provides that 
the judge who hears such an application may order the Senior Executive Officer (Corruption) to 
conduct the investigation in accordance with guidelines specified in the order or direct the Senior 
Executive Officer (Corruption) to stop or not proceed with an investigation. This is a further 
mechanism to enable a complaint of unfairness to have external oversight.  

 
Does the CCC employ key performance indicators or other criteria (performance indicators) in 
evaluating the performance of seconded police officers?  
 
69. The CCC does not employ key performance indicators in evaluating the performance of seconded 

police officers.  
 

70. Performance of seconded police officers is managed under the QPS regime. The QPS Development 
and Performance Review Policy is to be read in conjunction with the Development and 
Performance Review Guidelines and the Managing Unacceptable Performance & Conduct Fact 
Sheet. 
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In terms of the decision-making process in relation to the laying of criminal charges (with a view to 
the prosecution of those charges either summarily or upon indictment) following a corruption 
investigation: 

o Are seconded police officers or other officers of the CCC required to consider alternatives to 
criminal charges as part of the decision-making process?  

o If so, has this requirement been set out in guidelines and procedures to be applied by 
seconded police, or other, officers in this regard?  

o If so, please provide a copy of those materials.  
 
71. There are two ways in which seconded police, and CCC officers more generally, consider 

alternatives to criminal charges as part of its processes. First, the CCC reiterates that the approach 
which the CCC takes to investigation relies on the contributions of a multi-disciplinary team, such 
that a variety of officers contribute to investigative strategy and decision-making. It is as part of 
that investigative decision-making process that the investigative team considers a range of options 
to best deal with the crime or corruption being investigated. The second way in which alternatives 
to criminal charges are considered as part of the decision-making process is when consideration is 
given as to whether to commence criminal proceedings. 
 

72. In relation to the first aspect, section 35 of the CC Act sets out how the CCC performs its corruption 
functions. It lists a variety of ways in which the CCC may deal with a complaint of corruption. Those 
include investigating and referring for prosecution criminal offending, but also includes other 
strategies such as building capacity within units of public administration (UPAs), consideration of 
disciplinary proceedings, and making recommendations for improvements in public sector entities 
and systems. 
 

73. In some cases corrupt conduct being investigated will not involve criminal offending. Section 15 of 
the CC Act contemplates that corrupt conduct may involve conduct which is not a criminal offence. 
In such cases investigations consider other resolution options such as disciplinary action, 
intervention and disruption, and recommendations to reduce corruption risks and avoid the 
recurrence of corrupt conduct. 
 

74. In investigations where potential criminal conduct is identified, then consideration is given 
throughout the investigation as to potential criminal charges, but consideration must also be given 
to alternatives. There are two primary guidelines and procedures setting out this requirement: the 
Director of Public Prosecutions (State) Guidelines (the Director’s Guidelines) and the Operations 
Manual. They will be addressed separately.  
 

75. As a general proposition, though, the public interest generally weighs in favour of criminal 
proceedings where more serious criminal offending is identified. This reflects the position in the 
Director’s Guidelines, which are adopted by the Operations Manual and the QPS’s Operational 
Procedures Manual (QPS OPM). Moreover, in many cases which the CCC investigates, there may 
be limited alternatives to criminal prosecution. Corruption offences are generally offences against 
the public good, or governmental interests or structures. There are often no individual victims, 
which means that alternatives such as restorative justice processes may not be available and are 
of limited utility. For elected officials or certain statutory appointment-holders there may also be 
no disciplinary mechanisms available.  
 

Director’s Guidelines  
76. Section 4.9 of the PSAA states that in discharging the prescribed responsibility, the commissioner 

may give, and cause to be issued, to officers, staff members or police recruits, such directions, as 



  Page 12 
 

the commissioner considers necessary or convenient for the efficient and proper functioning of 
the police service (section 4.9(1) PSAA). 
 

77. The introduction of the QPS OPM expressly states that the QPS OPM is issued pursuant to  
section 4.9 of the PSAA. 
 

78. Section 3.4.5 of the QPS OPM states that the Director’s Guidelines should be complied with. 
 

79. Under the second limb of the two-tiered test of the Director’s Guideline, seconded police officers 
are required to consider public interest criteria, which includes: 

 
If there is sufficient reliable evidence of an offence, the issue is whether discretionary factors 
nevertheless dictate that the matter should not proceed in the public interest. Discretionary factors 
may include: 
 
(a) the level of seriousness or triviality of the alleged offence, or whether or not it is of a ‘technical’ 
nature only;  
(b) the existence of any mitigating or aggravating circumstances;  
(c) the youth, age, physical or mental health or special infirmity of the alleged offender or a 
necessary witness;  
(d) the alleged offender’s antecedents and background, including culture and ability to understand 
the English language;  
(e) the staleness of the alleged offence;  
(f) the degree of culpability of the alleged offender in connection with the offence;  
(g) whether or not the prosecution would be perceived as counterproductive to the interests of 
justice;  
(h) the availability and efficacy of any alternatives to prosecution;  
(i) the prevalence of the alleged offence and the need for deterrence, either personal or general; 
(j) whether or not the alleged offence is of minimal public concern; 
(k) any entitlement or liability of a victim or other person to criminal compensation, reparation or 
forfeiture if prosecution action is taken;  
(l) the attitude of the victim of the alleged offence to a prosecution;  
(m) the likely length and expense of a trial;  
(n) whether or not the alleged offender is willing to co-operate in the investigation or prosecution 
of others, or the extent to which the alleged offender has done so;  
(o) the likely outcome in the event of a conviction considering the sentencing options available to 
the Court;  
(p) whether the alleged offender elected to be tried on indictment rather than be dealt with 
summarily;  
(q) whether or not a sentence has already been imposed on the offender which adequately reflects 
the criminality of the episode;  
(r) whether or not the alleged offender has already been sentenced for a series of other offences 
and what likelihood there is of an additional penalty, having regard to the totality principle;  
(s) the necessity to maintain public confidence in the Parliament and the Courts; and  
(t) the effect on public order and morale. 
 
The relevance of discretionary factors will depend upon the individual circumstances of each case.  
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The more serious the offence, the more likely, that the public interest will require a prosecution. 
Indeed, the proper decision in most cases will be to proceed with the prosecution if there is 
sufficient evidence. Mitigating factors can then be put to the Court at sentence. 
 

Operations Manual  
80. Seconded Officers are required to follow the Operations Manual. The Operations Manual makes it 

clear that criminal charges are not the only outcome of an investigation. The CC Act also makes 
this clear through the prevention function (section 23 of the CC Act) and the principles for 
performing corruption functions (section 34 of the CC Act).  
 

81. At the delivery stage, that is, when an investigation is completed, the Operations Manual (MM01 
- 4.2.4) makes clear that criminal charges are only one of a range of outcomes for an investigation. 
It states: 

 
The delivery stage for a CCC investigation involves engaging in investigation practices and related 
activities to collect and analyse information and evidence, and organise it so that it can be used 
for one or more discrete products of the investigation, such as a report, brief of evidence or 
disclosure. These products can be applied (for example, in taking disciplinary or prosecution action) 
to ultimately produce outcomes for the investigation, such as a penalty or sentence, a sanction, 
the forfeiture of property, a change of practice or other impact. The investigation products may 
be delivered and put into use incrementally as they are completed. 

 
82. Section 4.1 of the Operations Manual section MM02, which deals with general principles for an 

investigation, reaffirms criminal charges are not the only outcome. It states: 
 
An investigation or project may produce one or more results, for example: 
• One or more persons being charged 
• An investigation report, that may be the result of a public hearing, or a brief of evidence 
for referral to a prosecuting authority 
• The referral to a Unit of Public Administration (UPA) of information that is relevant to the 
exercise of the UPA’s functions, including for disciplinary action 
• The restraint and forfeiture of property 
• Corruption prevention recommendation 
• A public report (refer to MM03 – Matter reports and publications) 
• The dissemination of intelligence and information (refer to MM04 – Disclosure and 
requests for information) 
• No further action by the CCC. 
 

83. Section 4.2.2 of the Operations Manual section MM02: ‘Matter briefs’ also states that seconded 
police officers should apply the same two-tiered test that the ODPP applies in determining whether 
to commence a criminal prosecution. That imports the public interest test, one consideration of 
which is the availability and efficacy of any alternatives to prosecution. 

 
Legal observations 
84. In addition, section 4.1.4 of the Operations Manual section MM02 states observations (prepared 

by lawyers) must include: 
 

Any public interest considerations relevant to the decision as to whether to proceed, or 
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not proceed, in relation to disciplinary or criminal charges. 
 
85. Again, the availability and efficacy of alternatives to a prosecution is one of the relevant public 

interest considerations. 
 
Investigation reports 
86. Section 4.2.3 of the Operations Manual section MM01 requires an investigation report for 

Corruption matters to be completed.  The report should be completed providing a summary of the 
matter, including the allegations, the persons of interest, the investigative steps undertaken, a 
summary of the evidence obtained, the findings and conclusions and any recommendations.  
 

87. Where the complainant is a UPA, advice on the outcome of the investigation will often, but not 
always, be accompanied by a copy of the investigation report and, where appropriate, copies of 
relevant evidence so the UPA can consider taking disciplinary action. An outcome letter to a UPA 
must refer to section 49 of the CC Act and, where evidence is being provided, also to section 60(1) 
of the CC Act.  
 

88. The outcome letter is to be settled by a lawyer who should consider whether redactions to the 
investigation report are necessary, e.g. to remove references to evidence that should not be 
disclosed to the UPA such as an oral statement obtained pursuant to section 75 of the CC Act 
where the witness has claimed self-incrimination privilege and the protection available under  
s. 197(2) of the CC Act. 
 

89. Where the CCC has investigated allegations against a person, then it is CCC policy that the person 
is to be given a response in writing as to the outcome of the investigation but only if the CCC has 
previously communicated with the person about one or more of the allegations. The written 
response to the person is to be limited to addressing: 

• the allegations about which the CCC has previously communicated with the person; and 
• any additional matters that are to be referred to another authority for action, including 

disciplinary action, but only if the relevant authority has been consulted about the giving the 
person the response and the response does not include information that would be contrary 
for the public interest, for example, because it would compromise or prejudice any action that 
might be taken by the authority. 

CCC publications 
90. Section 4.1 of the Operations Manual section MM03 provides that decisions about what to publish 

and how best to communicate are informed by a number of considerations, including: 
• the status of an operational matter and any related activities 
• considerations of equity to all stakeholders who have an interest in a matter 
• considerations of any criminal prosecution 
• the need to afford natural justice to persons adversely affected by a proposed publication, 

including the need to comply with section 71A of the CC Act 
• obligations arising from legislative provisions 
• how best to communicate the work of the CCC to its stakeholders and increase public 
• confidence about the use of our powers 
• the opportunities to maximise our reach to a particular audience 
• timeliness and cost 
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• longevity of the published material. 
 
91. The above considerations require careful balancing of the competing demands before decisions 

are made about what, when, where and how to publish. 
 

92. Section 4.2 of the Operations Manual section MM03 states: 
 
Publications constitute a stage of the delivery phase of an investigation, incorporating the 
preparation of reports or similar products that include: 
 
• confidential reports provided to the head of an agency, recommending specific action to 

be undertaken in response to a CCC investigation 
• public reports based on information gathered through a public inquiry or investigation 

outcomes 
• publications using specific investigation outcomes to highlight prevention lessons for the 

public sector (Prevention in Focus series). 
 
93. In relation to the approval to prepare a report or publication, section 4.3.2 of the Operations 

Manual section MM03 states: 
 

The requirement to prepare a confidential investigation report or a report for the public is a key 
decision. Approval is dependent on the investigation phase and type of product. Within the 
feasibility stage, the investigation products form part of the business case for ELT 
review. 
 
Within the delivery stage, publications comprise a sub-stage of delivery and are reviewed as part 
of the high-level delivery plan (refer to IM01 – Portfolio assessment and review for further 
information on governance arrangements). 
 
Where an investigation or assessment is likely to, or will, involve the making of a 
recommendation(s) for law reform in relation to a Cabinet process or a matter involving a 
constitutional convention, refer to MM01 – Matter management, planning and conduct. 

  
 The Case Manager must ensure the ELT decision is recorded in the CCC Case management system. 
 
94. The decision to charge and other potential actions such as commencement of disciplinary 

proceedings, preparation of a public report or making corruption prevention recommendations to 
a unit of public administration, are not mutually exclusive. 

 
CCC Submission dated 1 April 2022 
 
95. Since submitting the submission on 1 April 2022, the CCC has reviewed the contents and wishes to 

clarify a few points made in the submission. 
 

Paragraph 263 
 
96. At paragraph 263 of the CCC’s submission the following was stated: 
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Were section 255 not included in the CC Act, and seconded police officers not available to the CCC, 
none of the powers available under the PPRA would be available to the CCC. This would impact the 
CCC’s operations significantly, and regularly. 

 
97. Whilst this statement is correct for the entire CCC, it wishes to clarify that in relation to its crime 

function only, the Police Powers and Responsibilities Act 2000 (PPRA) allows a law enforcement 
officer, who is a commission officer as defined under Schedule 2 of the CC Act, to make an 
application for:  
a) a controlled operation, under Chapter 11, section 239 of the PPRA; and 
b) an authority to acquire or use an assumed identity, under Chapter 12, section 282 of the PPRA;  

 
98. A surveillance device warrant, under Chapter 13, section 328(1) of the PPRA allows a senior officer 

of the CCC to apply for the issue of a surveillance device warrant. A senior officer is defined to 
mean an authorised commission officer (section 322 PPRA). For applications under section 328 of 
the PPRA, authorisation has been given by the Chairperson to any commission officer engaged in 
the CCC’s crime function who is an operations coordinator and/or a police officer of at least the 
rank of inspector. 

 
Paragraph 774  
 
99. At paragraph 774 of the CCC’s submission the following was stated: 
 

Attachment L details the total number of witnesses examined from 2016-17 financial year to 
2020-21 financial year for crime. This includes the total number of witnesses examined for 
referred investigations. 

 
100. The CCC wishes to clarify that a review of the Crime statistics provided confirms that the figures 

are understated as they do not include the number of hearings conducted in investigations not 
yet finalised during the financial year. These figures are now updated in Attachment M.  

 
101. Attachment M details the total number of witnesses attending from 2016-17 financial year to 

2020-21 financial year, by investigation type, for crime. This includes the total number of 
witnesses attending for referred investigations. 

 
Paragraph 777 
 
102. At paragraph 777 of the CCC’s submission the following was stated: 
 

In 2019-20, the number of witnesses examined for referred examinations was 88. This was the 
lowest number of witnesses in the last five years. This was impacted by the reassignment of 
QPS resources and delays associated with witnesses attending hearings, particularly from 
interstate. 

 
103. The CCC wishes to clarify that in 2020-21, the number of witnesses attending for referred 

investigations was 106 not 88.  
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Attachments 
 
Please find enclosed: 
 

A. CCC detailed organisational chart 
B. CCC Position description – Director of Corruption Operations 
C. CCC Position description – Senior Investigator 
D. CCC Position description – Investigator 
E. CCC Conduct of conduct  
F. CCC Risk management framework 
G. CCC Risk appetite statement 
H. CCC Complaints against commission officers – policy and procedure 
I. Protocols for reporting suspected improper conduct of officers of the CCC  
J. CCC Public interest disclosures against commission officers (policy and procedure) 
K. CCC Customer service complaints 
L. CCC Discipline policy and procedure  
M. Number of witnesses attending CCC investigative hearings for Crime and Corruption 

divisions 
 

104. The CCC notes that the Commission of Inquiry reserves the discretion to redact or not to publish 
particular information. The CCC wishes to maintain confidentiality over attachments A to M 
above. 

 
105. The CCC supports the publication of this correspondence, subject to the Commission of Inquiry’s 

discretion to redact or not publish particular information. 
 

106. In the event the Commission of Inquiry determines to maintain confidentiality over parts of this 
correspondence, the CCC respectfully requests that, if an individual or entity seeks access to any 
confidential information, including for example under the Right to Information Act 2009 (Qld) or 
some other process, the Chairperson or the CEO of the CCC be informed and afforded the 
opportunity to provide submissions in relation to the particular request.  

 
107. For completeness, the CCC notes this correspondence and attachments are provided to the 

Commission of Inquiry in response to its request and pursuant to the CCC’s power to disclose 
information under section 60(2) of the CC Act.  

 
Please do not hesitate to contact me or the CCC’s CEO should have you have questions in relation to 
the submission. 
 
 
Yours sincerely 

 
 
Bruce Barbour 
Acting Chairperson 
 
encl. 
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Role Description 
Role title: Director Corruption Operations Closing date: 

Job Ad Reference: Basis of employment: Contract (5 years) 

Division: Corruption Classification: SO 

Unit: Corruption Operations Salary: $135,769 to $148,951 

Location: Brisbane Contact details: (07) 3360 6060

About the CCC 

The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major  
crime and corruption in the public sector in Queensland. We investigate crime and corruption, and have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 

Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP). Read more 
about our RAP here. 

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  

Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 
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Leadership competencies for the role 

The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Team Leader profile which outlines the competency expectations and behaviours through the lens of vision, results, 
and accountability. The Leadership competencies for Queensland are available here.  

Your contribution 

The primary purpose of this role is to provide leadership, strategic direction and effective management of an individual inter-
disciplinary investigation team within the Corruption Operations business unit at the CCC, to ensure allegations of serious or 
systemic corruption within the Queensland public sector, including the Queensland Police Service are dealt with appropriately. 

The Director Corruption Operations is responsible for: 

• Providing strategic, professional and operational advice to the Executive Director, Corruption Operations, Executive
Director Corruption Strategy, Prevention and Legal and the Senior Executive Officer, Corruption and the Commission in
relation to:

- Investigations and operations relating to allegations of serious or systemic corruption within the Queensland public
sector, including the Queensland Police Service.

- Identification of significant outcomes in relation to integrity and accountability issues, and corruption risks within
the Queensland public sector, including the Queensland Police Service.

• Assisting the Executive Director in the management of Corruption Operations, including developing and refining business
processes and policies.

• Managing a Corruption Operations inter-disciplinary investigation team conducting high level investigations into allegations
of serious or systemic corruption utilizing high risk investigative methodologies, including telephone interception, covert
physical and technical surveillance, human source activities, controlled operations, search warrants (covert / overt) and
coercive hearings. Provide high quality advice to the relevant decision maker.

• Managing a Corruption Operations inter-disciplinary investigation team, being responsible for the leadership, management
and professional development of staff in the team, establishing priorities, allocating resources, and reporting on target
achievements.

• Conducting high level investigations (internal and external) into serious corruption allegations concerning senior officers
within the Queensland public sector, including the Queensland Police Service and CCC officers as required.

• Attending crime scenes including where a death has occurred as a result of a police operation, attending autopsies,
conducting and directing interviews, preparing affidavits and briefs for investigative hearings.

• Representing the CCC in a variety of forums, including on committees, working parties, task forces as required and
presentations to external delegations as required.

About you 

Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

Possession of tertiary qualifications relevant to the position are highly desirable.   Qualifications acquired from an overseas 
educational institution will only be accepted where the qualification has been recognised to an equivalent level in accordance with 
the Australian Qualifications Framework. 

For this role, we will consider how well you demonstrate the following: 



For further information visit www.ccc.qld.gov.au 3 

• Demonstrated application of high level organizational, strategic and analytical skills to support the oversight of the
investigation into serious and systemic corruption allegations and the ability to align operational activities to an
organisation’s objectives.

• Demonstrated ability to deal with complex operational, legal, policy and ethical issues to inform high quality decisions and
provide expert advice in a high pressure and high volume work environment.

• Significant experience and high level knowledge of issues within a public sector context, including detailed knowledge, or
the ability to rapidly acquire a detailed knowledge, of the Crime and Corruption Act 2001 and other relevant legislation, and
the CCC’s policies and procedures.

• Demonstrated ability to deliver consistent and high quality work (including operations) within required timeframes and
with the achievement of agreed results, and with the initiative and drive to see that goals are achieved.

• Demonstrated ability to identify procedural or policy inadequacies and draft suitable recommendations to rectify those
inadequacies.

• Demonstrated capacity to lead and motivate a multi-disciplinary team to deliver consistent and high quality results.

• Demonstrated ability to build and manage stakeholder partnerships at all levels internally and externally to the CCC.

• Knowledge and application of contemporary management practices, including equal employment opportunity, workplace
health and safety and anti-discrimination practices, and social justice.

• Highly developed and effective oral and written communications skills, interpersonal skills, and an ability to adapt your
communication style to your audience and the ability to prepare complex correspondence and reports.

• Demonstrated ability to liaise, consult and negotiate with people effectively, including on complex and sensitive issues.

Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.

• This role description does not necessarily detail the full range of duties required of the position.

• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from engaging a
diverse and culturally aware workforce.

• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or externally, and
promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.

• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract
position will usually be subject to a probationary period of not less than six (6) months, after which time confirmation of
appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required to disclose
previous serious disciplinary action taken against them.

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC

• Please apply via smartjobs.qld.gov.au
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• Applicants considered for appointment are required to provide evidence of their right to work in Australia. This includes
Australian citizenship, or evidence the applicant resides in Australia and has permission, under a Commonwealth law, to
work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing date of the
initial vacancy.

Organisational chart 



Role description 

Job Ad Reference VRN: Salary: $107,879 - $115,523 

Role Title:    Senior Investigator Contact: 

Division: Corruption 

Status:  Contract (5 years) Telephone:  (07) 3360 6060 

Location:  Brisbane Apply online:  Smartjobs.qld.gov.au 

Classification:  AO7 Closing Date:  

Our vision 
Safe communities supported by fair and ethical public institutions with an agency focus on those matters of highest threat to the 
Queensland community. 

Our purpose 
The CCC is an independent agency combating major crime and reducing corruption for the benefit of the Queensland community.  
Our functions and powers are set out in the Crime and Corruption Act 2001.  We: 

• investigate organised crime, paedophilia, terrorist activity and other serious crime referred to it for investigation

• receive and investigate allegations of serious or systemic corrupt conduct

• have a statutory function for crime and corruption prevention

• help recover the proceeds of crime

• provide the witness protection service for the state of Queensland, and

• conduct research on crime, policing and other relevant matters.

Our values 

Leadership competencies for the role 
The Queensland Public Service Leadership competencies for Queensland applies to all positions within the CCC.   This role is 
mapped to the Individual contributor profile: 

Vision Results Accountability 

• Thinks critically and acts on the
broader purpose of the system.

• Gathers insights and embraces new
ideas and innovation to inform
future practice.

• Embraces change and leads with
focus and optimism in an
environment of complexity and
ambiguity.

• Makes considered, ethical and
courageous decisions based on
insight into the broader context.

• Strengthens and mobilises the
unique talents and capabilities of
the workforce.

• Builds and sustains relationships to
enable the collaborative delivery of
customer-focused outcomes.

• Inspires others by driving clarity,
engagement and a sense of
purpose.

• Demonstrates accountability for
the execution and quality of results
through professionalism,
persistence and transparency.

• Fosters an inclusive workplace
where health, safety and wellbeing
is promoted and prioritised.

• Pursues opportunities for growth
through agile learning, and
development of self-awareness.

• Maintains a high standard of
practice through governance and
risk management.
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The Leadership competencies for Queensland is available at https://www.forgov.qld.gov.au/leadership-competencies-
queensland 

 
 

Key duties and responsibilities  

The Senior Investigator is responsible for: 

• Investigating and reporting on serious, complex and sensitive cases of alleged corruption on the part of members of the 
QPS and officers of other units of public administration. 

• Liaising closely with Commission staff from other disciplines including legal officers, financial investigators, intelligence 
analysts, complaints officers, monitoring officers, police officers and prevention advisers to achieve significant 
investigative and preventative results. 

• Liaising with officers and senior managers from other public sector agencies to obtain evidence relating to the 
investigation of allegations of corruption. 

• Provide recommendations for procedural reforms in the public sector to limit the opportunities for and to detect 
official corruption. 

• Assist legal officers of the Commission in the conduct of hearings undertaken for the purpose of investigations. 

• Prepare briefs of evidence in relation to matters arising from investigations for presentation in courts and tribunals. 

• As required, appear as a witness for the Commission or the Crown in relation to hearings or prosecutions, as 
appropriate, arising from Commission investigations. 

• Where required, assist the Operations Co-ordinator with the planning and development of innovative and effective 
investigations into allegations of official corruption. 

Key accountabilities of the role 

• Analytical and investigative skills in complex matters, using investigative techniques and technologies and utilising 
specialist contributions to investigations. 

• Ability to coordinate and manage complex investigations, demonstrated by substantial experience as an investigator in 
a law enforcement agency or within the public sector. 

• Highly developed interpersonal and oral communication skills including ability to negotiate effectively, conduct 
investigative interviews and operate as an effective team member. 

• High level of written communication skills including ability to prepare detailed reports, briefs of evidence and 
correspondence dealing with complex issues. 

• A demonstrated knowledge of criminal or administrative law and its application.  Knowledge of, or ability to acquire 
knowledge of, the Crime and Corruption Act 2001 and other relevant legislation and the Commission’s policies and 
procedures. 

 

Conditions and benefits of the role 

The CCC provides access to an employee assistance program and a range of learning and development opportunities.  The CCC 
supports employee professional development and is committed to maintaining a healthy work-life balance. 

Qualifications/professional registration/other requirements 

• Certified copies of all qualifications must be produced at time of interview 

• Possession of tertiary qualifications are not required although experience as an investigator in a law enforcement 
agency or within the public sector and who holds a Certificate IV in Investigations would be looked upon favourably. 

How to apply 

Applications should include: 

• a supporting statement of no more than 2 pages which outlines your suitability for this position, with examples of how 
your knowledge, abilities and experience: 

o address the key accountabilities of the role 
o relate to the leadership competencies, and  
o demonstrate the CCC’s values. 

• A detailed resume, including your work experience and two referees from the last two years, who have a thorough 
knowledge of your work performance and conduct. 

• Please apply via smartjobs.qld.gov.au 
 



Additional information 

• Applications will remain current for 12 months and may be used to fill other similar vacancies.

• This position description does not necessarily detail the full range of duties required of the position.

• Applicants may be required to furnish detailed information about their personal and financial circumstances.

• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from engaging a
diverse and culturally aware workforce.

• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or externally, and
promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.

• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract
position will usually be subject to a probationary period of not less than three (3) months, after which time
confirmation of appointment will be dependent upon satisfactory performance review.

• A non-smoking policy is effective in CCC premises, vehicles and facilities.
• An applicant recommended for appointment who is a current or previous public sector employee is required to disclose

previous serious disciplinary action taken against them.
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Role Description 
Role title: Investigator Closing date: 

Job Ad Reference: Basis of employment: Contract – Temporary (Full-time) 

Division: Corruption Classification: AO6 

Unit: Corruption Operations Salary: 

Location: Brisbane Contact details: (07) 3360 6060

About the CCC 

The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major  
crime and corruption in the public sector in Queensland. We investigate crime and corruption, have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 

Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP) read more 
about our RAP here. 

Leadership competencies for the role 

The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Individual contributor profile which outlines the competency expectations and behaviours through the lens of vision, 
results, and accountability. The Leadership competencies for Queensland are available here.  

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  

Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 
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Your contribution 

The Investigator is responsible for: 

• Investigating and reporting on cases of alleged corruption on the part of members of the QPS and officers of other units of
public administration through the effective and efficient use of investigative techniques, systems, processes and
technologies.

• Using their investigative skills and knowledge to monitor and report on investigations of corruption undertaken by the QPS
or other UPAs under the direction of the CCC. You may also at times be involved with audits into matters relevant to
corruption investigations undertaken by UPAs.

• Liaising closely with Commission staff from other disciplines including legal officers, financial investigators, intelligence
analysts, complaints officers, monitoring officers, police officers and prevention officers to achieve significant investigative
and preventative results.

• Liaising with officers and senior managers from other public sector agencies to obtain evidence relating to the investigation
of allegations of corruption.

• Providing recommendations for procedural reforms in the public sector (including QPS) to limit the opportunities for and to
detect corrupt conduct.

• Assisting legal officers of the Commission in the conduct of hearings undertaken for the purpose of investigations.

• Preparing briefs of evidence and/or correspondence in relation to matters arising from investigations and assessment and
monitoring outcomes for presentation in courts and tribunals.

• Carry out on call duties on a rostered basis to attend and overview police investigations into police related deaths, (or likely
death and other significant events), with a nexus to the Queensland Police Service.

• As required, appearing as a witness for the Commission or the Crown in relation to hearings or prosecutions, as
appropriate, arising from Commission investigations.

About you 

Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

Possession of tertiary qualifications in qualifications are not required although experience as an investigator in a law enforcement 
agency or within the public sector and who holds a Certificate IV in Investigations would be looked upon favourably. Qualifications 
acquired from an overseas educational institution will only be accepted where the qualification has been recognised to an 
equivalent level in accordance with the Australian Qualifications Framework. 

For this role, we will consider how well you: 

• High level skills in analysing and investigating complex matters and using contemporary investigative techniques and
technologies, demonstrated by experience as an investigator in a law enforcement agency or within the public sector.

• Well developed interpersonal and oral communication skills including the ability to negotiate effectively, to conduct
investigative interviews, to effectively liaise with external stakeholders and to operate as an effective team member, as well
as the ability to operate with minimal supervision in overt and covert situations.

• High level of written communication skills including the ability to prepare detailed reports, briefs of evidence and
correspondence dealing with complex issues.

• Demonstrated sound knowledge of criminal or administrative law and its application. Knowledge of, or ability to rapidly
acquire knowledge of, the Crime and Corruption Act 2001 and other relevant legislation and the Commission’s policies and
procedures.

How to Apply 
Please provide the following information to the panel to assess your suitability: 



Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.

• This role description does not necessarily detail the full range of duties required of the position.

• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from
engaging a diverse and culturally aware workforce.

• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or
externally, and promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.

• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or
contract position will usually be subject to a probationary period of not less than three (3) months, after
which time confirmation of appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required
to disclose previous serious disciplinary action taken against them.

• Applicants considered for appointment are required to provide evidence of their right to work in Australia.
This includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under
a Commonwealth law, to work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing
date of the initial vacancy.

Organisational structure 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC

• Please apply via smartjobs.qld.gov.au
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About the Crime and Corruption Commission 

Our vision: 
Safe communities supported by fair and ethical public institutions with an agency focus on those 
matters of highest threat to the Queensland community. 

Our purpose: 
The Crime and Corruption Commission (CCC) is an independent agency combating major crime and 
reducing corruption for the benefit of the Queensland community. Our functions and powers are set 
out in the Crime and Corruption Act 2001. We: 

• investigate organised crime, paedophilia, terrorist activity and other serious crime referred to
us for investigation

• receive and investigate allegations of serious or systemic corrupt conduct
• have a statutory function for crime and corruption prevention
• help recover the proceeds of crime
• provide the witness protection service for the state of Queensland, and
• conduct research on crime, policing and other relevant matters.

Our values: 

CCC Strategic Plan 2019-2023 
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A model for ethical decision making 
Ask yourself these six questions: 

1. Is the action legal and consistent with CCC policy?
2. Is it consistent with the CCC’s values, code of conduct and policies?
3. Is it the ‘right’ thing to do? (What is your ‘gut-feeling’?)
4. What will the consequences be for –

• the CCC?
• your colleagues?
• others?
• yourself?

5. Can you provide sound reasons for your decision or action?
6. What would happen if your conduct was subjected to public scrutiny?

If you are unsure of the answer or what to do, you should speak to your supervisor, 
manager or Human Resources. 



Message from the Chairperson 

To everyone at the Crime and Corruption Commission: 
We work together in a unique organisation that possesses a wide range of functions and 
responsibilities. As an organisation, we are required under the Crime and Corruption Act 2001 to act 
at all times independently, impartially, fairly and in the public interest. 
Working at the CCC, we are called upon every day to make decisions. These decisions may vary 
considerably in complexity and impact; however, whatever our work involves, we will frequently 
encounter situations with an ethical dimension. The purpose of this Code of Conduct (the Code) is to 
guide us and help us in dealing with such situations. 
A code of conduct is particularly important at the CCC given that our role involves us in providing 
advice and direction to the public sector generally on ethical issues. The community therefore 
expects us to be above reproach and to adhere to high standards of ethical conduct — both in 
carrying out our duties in our working relationships and in our private lives. 
A code of conduct cannot sensibly provide a comprehensive set of rules that stipulate how we should 
behave in every conceivable circumstance. Rather, it provides us with a set of guiding standards, 
principles and values to determine the right or best course of action and then gives us the 
responsibility to use judgment and common sense in resolving ethical issues in the public interest. 
Our Code has the endorsement and commitment of the Commission and has been approved by the 
Attorney-General as the responsible Minister. I commend it to you and expect you to be committed 
to the ethical principles upon which it is based and the ethical values of respect, integrity, excellence 
and cooperation which it embodies. 
While the Code is written in an inclusive tone (i.e. using “we”, “our” wording in many parts), it must 
be understood that the obligations and standards that it imposes apply to each of us as individuals. 

Alan MacSporran QC 
Chairperson 

. 
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Part 1 How the Code Functions 

Why we have a Code of Conduct 
The purpose of the Code is to: 

• set out the standards of conduct expected of us, consistent with the ethics principles and
values outlined in the Public Sector Ethics Act 1994

• guide and assist us to identify and resolve ethical dilemmas that may arise in the course of
our duties

• foster and maintain an ethical culture within the CCC
• promote public confidence in the CCC

Applying the Code 
We should read the Code in conjunction with the Crime and Corruption Act 2001, the Public Sector 
Ethics Act 1994 and CCC’s policies and procedures, as amended. 

The CCC has evolved a complex set of policies, guidelines and procedures which govern how we 
conduct our daily activities. The Code does not override policies, but rather seeks to augment them 
by providing a general summary, coupled with an explanation of the ethical principles underlying 
them and of the organisational goals and objectives to which they contribute. 

The CCC policies, guidelines and procedures provide the details of the standards which this Code 
summarises and any action or conduct which breaches those standards may equally constitute a 
breach of the Code and result in disciplinary action. 

If you have doubts about a particular course of conduct, you are encouraged to consult the Code, 
relevant policies, your manager or Human Resources. Help and advice are always available within 
the CCC. 

Public Sector Ethics Act 1994 
The Code is based upon the Public Sector Ethics Act 1994, which sets out four ethics principles that 
are fundamental to good public administration: 

• Integrity and impartiality
• Promoting the public good
• Commitment to the system of government
• Accountability and transparency

The principles acknowledge the responsibility of all public sector employees to serve the public 
interest, which means the best interests of the Queensland community. The principles represent an 
attempt to encapsulate the standards of conduct expected of us and our obligations to each other, 
the agencies we deal with and the public. 

We have a shared responsibility to create a working environment which is ethical, professional and 
rewarding. 

At the CCC, we hold a special position of trust by virtue of our unique role in society and because our 
work is funded and resourced from the public purse. The community expects that we will honour the 
trust which is placed in us. 
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The Code applies to everyone 
The Code covers and is binding upon everyone who works for or at the CCC, whether on a 
permanent, temporary or casual basis, including: 

• the Chairperson
• Commissioners
• all people employed at or seconded to the CCC (civilian and police)
• anyone engaged by the CCC to provide services, information or advice, either as a contractor

or a consultant.
• students on placements, external members of committees and advisory panels and voluntary

workers

When you agreed to work here, you agreed to be bound by the Code. 

The Code directly covers our behaviour at all times when we are working for or representing the CCC. 
It also covers any disgraceful or improper conduct in our private capacity which might be perceived 
as undermining public confidence in the good name or integrity of the CCC. 

If we leave the CCC, we have an ongoing obligation to respect confidentiality of information and 
ownership of intellectual property to which we had access in the course of our work here. 

Breaches of the Code 
While the CCC will make every effort to provide information, access and training about the Code, it is 
your responsibility to be familiar with it and observe its provisions. 

If it is alleged or suspected that your conduct may have breached the Code, the matters will be 
examined and determined in accordance with the CCC Discipline policy. 

Examples of disciplinary action that may be taken for breaches of the Code include a reprimand, 
reduction of classification level and change of duties, transfer to another unit of the CCC, forfeiture 
or deferment of a remuneration increment or increase, reduction of remuneration, monetary 
penalty deducted from periodic salary payments and termination of employment. 

Breaches that could constitute criminal offences may be referred to the police. Breaches that 
amount to improper conduct must be referred to the Parliamentary Crime and Corruption 
Committee (PCCC). The PCCC may choose to refer matters to the Parliamentary Commissioner, the 
Queensland Police Service or the CCC for investigation. 

Note that where breaches of the code are suppressed or not managed appropriately, vicarious 
liability may attach to the CCC and to managers who have not fulfilled their duties. 

Refer to legislation: Crime and Corruption Act 2001 and CCC policies: Discipline; Reporting improper 
conduct; Management and resolution of complaints made by CCC commission officers. 

Reporting suspected breaches 

If you become aware of, or suspect any breach of this Code, you have an obligation to report the 
matter immediately. This includes any formal or informal complaints that you may receive from any 
person either inside or outside the CCC, or any conduct of your own that may breach the Code. You 
do not need to provide evidence or proof, it is sufficient to report a breach where you have a 
suspicion based upon reasonable grounds. 

A breach, or suspected breach, of the Code also constitutes “improper conduct” (refer S.329(4)(g) of 
the CC Act). Therefore, you must report it to the appropriate notifier in accordance with the 
Reporting improper conduct procedure. Reporting to the notifier can be undertaken by completing 

CODE OF CONDUCT 7 



the Suspected improper conduct notification report and emailing it to 
improperconductnotificationreport@ccc.qld.gov.au 

The CCC aims to ensure that the management and resolution of suspected breaches is conducted in a 
fair, effective and consistent manner. The CCC fosters an open reporting environment and will 
support you and protect you from any reprisals if you report suspected breaches of the Code or 
improper conduct in accordance with CCC policy. 

You also have an obligation to cooperate with and assist any investigation into alleged improper 
conduct or other breaches of the Code to the best of your ability. This does not limit your rights as a 
citizen against self-incrimination. 

Frivolous, vexatious or knowingly false complaints may result in disciplinary action. 

Refer also to section 2.4 Disclose wrongdoing. 
Refer to CCC procedure: Reporting improper conduct. 

Role of managers and supervisors 
The CCC expects supervisors and managers to go beyond the minimum standards of conduct and to 
lead by example in setting and encouraging the highest possible standards. 

If you are a supervisor or manager, you should closely observe your workplace to ensure appropriate 
standards of behaviour and provide constructive support at all times. If you become aware of 
inappropriate conduct, you are required to address the situation. 

Refer also to section 1.15 Managers and supervisors. 

Where to go for advice 

Usually your manager or supervisor will be able to help if you have any questions regarding your 
ethics obligations or the contents of this Code. 

If you are unsure whether your own, or someone else’s conduct or proposed conduct is in conflict 
with the Code, seek advice from your supervisor or manager as soon as possible. 

If that is not practicable or comfortable for you, contact Human Resources for advice and assistance. 
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Part 2 Principles and standards 

Principle 1 – Integrity and impartiality 

These values are expressed in the following standards: 

1.1 - Official powers 

As holders of public office, we are custodians of public property, powers and resources and occupy a 
position of trust. 

We have an obligation to ensure that our official powers, position, resources or influence are not 
used improperly or for personal or private advantage. Our actions and decisions are expected to 
serve the public interest — that is, the overall good of the community as a whole. 

1.2 – Conflict of interest 

As public officials we are expected to be impartial. Conflicts of interest, or the perception that they 
have arisen or been mismanaged can do significant damage to the reputation of the CCC. 

In some circumstances, our personal financial or other private interests may have the potential to 
influence our decisions or our actions in our official capacity. If this occurs, or if there is even the 
barest possibility that it might be perceived by others as occurring, then we are in a ‘conflict of 
interest’ situation. These must be formally declared in writing to your manager and either resolved 
in favour of the public interest or managed appropriately without delay. 

Private interests may include social and professional activities and the interests of individuals or 
groups with which we are associated, including family and friends, as well as financial interests. A 
conflict of interest situation most commonly involves potentially gaining an advantage for yourself or 
your associates, but it can also include avoiding some disadvantage and occasionally, causing a 
disadvantage or detriment to others. 

Conflicts of interest may involve a direct conflict between our current duties and responsibilities and 
existing private interests, or a potential conflict where such private interests could conflict with our 
official duties in the future. It is also important to recognise that a perceived or apparent conflict of 
interest – whether or not it actually exists – can be just as damaging as an actual conflict of interest. 
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The values 
In recognition that public office involves a public trust, public service agencies, public sector entities 
and public officials seek to promote public confidence in the integrity of the public sector and— 
(a) are committed to the highest ethical standards; and
(b) accept and value their duty to provide advice which is objective, independent, apolitical and

impartial; and
(c) show respect towards all persons, including employees, client and the general public; and
(d) acknowledge the primacy of the public interest and undertake that any conflict of interest issue

will be resolved or appropriately managed in favour of the public interest; and
(e) are committed to honest, fair and respectful engagement with the community.

Public Sector Ethics Act 1994, s.6 



A conflict of interest is not in itself necessarily wrong and the CCC acknowledges that their 
occurrence is a normal part of life. What is important is that in order to maintain public confidence 
in the integrity of the CCC, all conflicts of interest must be disclosed and addressed without delay. 

You have an ongoing obligation to: 
• monitor and assess your private and personal interests and whether such interests may

conflict or have the potential to conflict with our official duties
• regularly update your statement of personal particulars and private interests (which is

maintained by the Security Manager and stored in your Personal Security File), especially
when there is any change in your circumstances

• avoid, where possible, situations that may give rise to a conflict of interest or an apparent
conflict of interest

• formally disclose all conflicts of interest according to the CCC’s policy: Conflicts of interest
and other disclosures

• manage any conflicts of interest effectively and transparently where such conflict of interest
cannot be avoided.

Once you have declared a possible conflict of interest, your manager or supervisor will consult with 
you and determine the most appropriate course of action. 

In some instances, the Chief Executive Officer, Senior Executive Officer or General Manager may wish 
to refer the matter for further consideration. The Chairperson has the final decision on what action 
is appropriate in these situations. 

Commissioners must update their pecuniary interests register and register of personal and political 
associations annually in accordance with section 238 of the Crime and Corruption Act 2001. 

Refer to CCC policy: Conflicts of interest and other disclosures. 

1.3 – Gifts and benefits 

We should never create the impression that the CCC, or any commission officer, is being improperly 
influenced by any person or organisation. The acceptance of gifts and other benefits has the 
potential to compromise our position by creating a sense of obligation in the receiver and therefore 
can undermine our impartiality. It may also affect the public perception of our integrity and 
independence. A benefit may include money (or anything readily converted into money), gifts, travel, 
hospitality, entertainment and competition or door-prizes. 

You cannot solicit or accept the giving of any form of gift or benefit which might be perceived as 
influencing or affecting the performance of your official duties. Further, you should take all 
reasonable steps to ensure that your spouse, family and close personal associates also refuse to 
accept any benefit and never solicit any benefit in any way related to the carrying out of your 
functions. Gifts and benefits may sometimes be accepted where they are given openly and where 
there is no risk that they may be perceived as imposing an obligation relating to the work of the CCC, 
or where refusal may give unnecessary offence. 

A Gift or benefit notification form needs to be completed for any gift or benefit received which is 
other than a token or memento. The gift will then be dealt with according to the CCC Gifts and 
benefits policy and entered as appropriate in the Gifts and benefits register. All gifts to commission 
officers are the property of the CCC, although gifts of minimal value will normally be permitted to be 
retained by the receiving officer, unless they are items of cultural or historical significance. 

Notwithstanding the above, police officers who are officers of the CCC should act in accordance with 
the Queensland Police Service Procedural Guidelines (HRM Manual). 

Refer to CCC policy: Gifts and benefits. 
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1.4 – Political activities 

Working at the CCC does not limit your normal rights as a citizen to participate in community and 
party political activities. However, you should take care to ensure that you are perceived as acting 
solely in your private capacity and not in your professional role. You have an ongoing obligation to: 

• take care not to misrepresent the intent or facts of the CCC
• avoid saying or doing anything which might raise doubts about your willingness to implement

CCC policy objectively and carry out CCC operational activities impartially
• never participate in private political activities in the work environment, or use CCC resources

for non-business purposes
• be sure to declare in writing any political association that may be perceived as creating a

conflict of interest.

Refer to legislation: Human Rights Act 2019 and also to section 1.2 Conflict of Interest. 

1.5 – Public Comment 

You are not authorised to deal with or release information or material to the media or comment in 
any forum about the activities or business of the CCC unless you are specifically approved to do so. 
You should refer any approach by the media to the Corporate Communications Unit. 

While you retain the normal rights of citizens to have opinions on social and community issues, you 
need to exercise particular care that your personal opinions are not interpreted as being attributable 
to the CCC. If you cannot be certain that your personal views will be seen as solely your own, it may 
be wiser to refrain from public comment. 

We should also be mindful that, in some situations, mere attendance at an activity (such as a rally, 
march or public forum) may be perceived as indicating support for a particular view or standpoint. 
We must always make it clear that we are acting in our private capacity. 

Any public comment which may adversely affect the CCC’s reputation or the exercise of its functions 
and responsibilities could constitute a breach of the Code. 

Refer to legislation: Human Rights Act 2019 and to CCC policy: Communications 

1.6 – Factual accuracy 

We share a professional and personal obligation to be honest, factual, impartial, balanced and 
complete when compiling reports and summaries relating to the work of the CCC. We must not 
deliberately make false or misleading assessments of the material available to us. This obligation 
applies across all aspects of our work, including: 

• advice given internally or to other units of public administration
• investigation reports
• inquiry and hearing reports
• research papers, reports and publications
• selection and referee reports
• performance reports
• reports provided to the PCCC and the Parliamentary Commissioner.

1.7 – Respect 

The CCC is committed to valuing its commission officers and to demonstrating respect between and 
for commission officers at all times. This means that we may expect to be treated with dignity, 
courtesy, honesty, and fairness, both professionally and personally. Inseparable from this is our 
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obligation to treat our fellow workers and everyone we may come into contact with in the course of 
our duties with the same respect and dignity we expect to receive. 

We share a commitment to the importance of working constructively and with goodwill to resolve 
both professional and personal differences and tensions. We can best serve the public interest by 
creating a work environment which is harmonious and satisfying. 

1.8 – Respecting diversity 

The CCC is committed to creating a working environment which is free from unfair or unlawful 
discrimination and where all commission officers are treated with dignity, courtesy and respect. We 
have an obligation to extend the protection offered by this environment to others, regardless of 
ethnic, cultural and lifestyle differences. 

This includes respecting differing beliefs and opinions. Our view of the truth or moral ‘rightness’ of 
others’ opinions is not the issue. Freedom of belief is paired with an obligation not to impose our 
beliefs on others and not to belittle beliefs which do not coincide with our own. 

The CCC is a workplace where fairness, openness and diversity are valued. We must strive to 
eliminate all forms of discrimination which might lead to one person being treated less favourably 
than another because of a characteristic which is irrelevant in the circumstances. 

You must take care to avoid using offensive or discriminatory language. 

Refer to legislation: Anti-Discrimination Act 1991; Human Rights Act 2019; Australian Human Rights 
Commission Act 1986 and other Federal legislation relating to age, race and disability discrimination; 
and CCC policy: Bullying, harassment, sexual harassment and discrimination in the workplace. 

1.9 – Sexual harassment and workplace bullying 
The CCC is committed to ensuring that the working environment is free from bullying, harassment, 
sexual harassment and discrimination and that everyone is treated with courtesy, dignity and 
respect. Bullying, harassment, sexual harassment and discrimination is unlawful and unacceptable 
and will not be tolerated. Detailed definitions of these behaviours are given in the Glossary. 

If you experience or witness behaviour which is unwelcomed and offensive, or which makes you feel 
intimidated, uncomfortable or humiliated, it is likely to be a form of harassment and you have an 
obligation to report it. You should not delay in seeking the advice of a suitable manager, Human 
Resources, or a Peer Support Officer (a current list of Peer Support Officers is available on the 
intranet). All complaints will be handled in accordance with the CCC’s policy: Management and 
resolution of workplace complaints made by commission officers. 

Bear in mind that reasonable management action carried out in a reasonable way in connection with 
a person’s employment is not bullying. 

Refer to legislation: Anti-Discrimination Act 1991; Human Right Act 2019; Work Health and Safety 
Act 2011; and Sex Discrimination Act 1984; and CCC policies: Bullying, harassment, sexual harassment 
and discrimination in the workplace. 

1.10 – Health and safety 
We have a duty to ourselves and others under work health and safety legislation to ensure our 
workplace is safe and secure for everyone. You have a duty to identify and report any health and 
safety risks, hazards, incidents or near misses to the Safety Advisor, Human Resources, a Workplace 
Health and Safety Representative, or an appropriate manager without delay. 

Refer to legislation: Work Health and Safety Act 2011; and CCC policy: Work health, safety and 
wellbeing; Rehabilitation. 
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1.11 – Natural justice 

As part of the CCC’s duty to act fairly and equitably, the principles of natural justice (procedural 
fairness) apply to all commission officers and processes when decisions are made concerning 
peoples’ actions or future prospects. Procedural fairness (see Glossary) requires an absence of bias, 
the presentation of substantial reliable evidence and the right of the person affected to hear all the 
material evidence and be given adequate time and a fair and reasonable opportunity to respond. 

These principles are particularly important if the decision has negative consequences for the people 
involved, as in discipline and diminished work performance cases. 

1.12 – Recruitment and selection 

Selection of people for employment at the CCC must always be in accordance with the CCC’s 
recruitment and selection policy. Merit based selection requires a fair and impartial assessment of 
each applicant’s abilities, aptitude, skills, knowledge, experience, personal qualities, potential for 
development and qualifications relevant to the requirements of the vacant position. 

Refer to CCC policy: Recruitment and selection. 

1.13 – Collaboration 
Commission officers share a mutual commitment to work together collaboratively, providing each 
other with cooperation and all practicable assistance in the workplace for the optimum performance 
of our duties. 

We have a shared responsibility to regulate and manage our behaviour so as not to interfere with or 
distract others from the performance of their duties and we may reasonably expect the same 
courtesy from others. 

1.14 – Personal standards 
Unless otherwise authorised, we are required to dress in a clean, tidy and inoffensive manner 
consistent with our position, job requirements, reasonable community expectations and health and 
safety requirements. While what we choose to wear is generally a matter of personal discretion, our 
work attire and personal presentation can affect the CCC’s reputation. As commission officers, we 
are obliged to behave in a way that upholds the good reputation of the CCC and dress in a way that 
demonstrates respect. 

Cleanliness and personal hygiene in the workplace are important from a health and safety 
perspective and also for the comfort and wellbeing of our colleagues. 

Supervisors have a responsibility to monitor the personal presentation of commission officers who 
report to them and to provide advice or issue instructions as appropriate in the circumstances. 

1.15 – Managers and supervisors 

Managers and supervisors have a particular responsibility to: 
• set an example of ethical conduct, treating all commission officers fairly and equitably, with

consistency and respect
• encourage and promote ethical behaviour among their commission officers
• maintain open, honest and thorough communication with and among commission officers
• ensure that the demands made on commission officers are reasonable in the circumstances

and that health and safety requirements are always met
• ensure commission officers understand the performance standards expected of them
• monitor commission officers performance and provide constructive feedback
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• support professional development
• respect divergent thinking, different ideas and working styles
• ensure that commission officers are recognised and rewarded for ideas or suggestions that

improve productivity and performance.

Each of us has a corresponding obligation to accept managerial advice, guidance and direction in a 
responsive, constructive and cooperative manner. 

1.16 – Outside the office 

When we attend meetings, conferences, seminars, training sessions, work-related social functions or 
other outside activities which are connected to our work, we are representing the CCC. We must 
accordingly maintain appropriate standards of behaviour and personal conduct. 

At any social event where we may be perceived by the public as representing the CCC, we must also 
maintain appropriate standards of behaviour and personal conduct. Functions might include: 

• the CCC Social Club Christmas party or other events
• work unit social gatherings such as farewell lunches, drinks to mark the end of a project and

work unit Christmas parties
• gatherings of work colleagues for coffee, drinks, sporting activities, meals and the like.

Refer also to section 1.17 Drugs and medications below. 

1.17 – Drugs and medications 

Alcohol 

We have an obligation to ensure that our personal use of alcohol does not affect the performance or 
safety of ourselves or others and that it does not reflect adversely on the good name and reputation 
of the CCC. 

You must not consume alcohol while performing CCC duties. The consumption of alcohol is also 
discouraged during lunch or other short breaks from duty. You will not be permitted to perform your 
duties or use CCC equipment if your manager or supervisor considers you are unable to do so 
diligently and safely. 

While there are instances where limited consumption of alcohol may be socially acceptable or an 
expected courtesy, we must exercise restraint at all times and common sense to protect the CCC’s 
interests, its professional image and our own welfare. 

You should be aware that you may be held personally liable for any damage or injury you may incur 
or cause, consequent upon consuming alcohol. 

If you are convicted of driving under the influence of alcohol or drugs in any motor vehicle (CCC or 
private) at any time, you may be subject to disciplinary action for a breach of the Code. For example, 
if the conviction is considered to compromise the integrity of the CCC. Any such charge or conviction 
must be reported to your manager without delay. 

Tobacco and smoking 

Smoking is prohibited in all CCC premises, vehicles and facilities. 

Smoking breaks are not recognised. Meal breaks and rest pauses may be used for this purpose in 
suitable locations and time spent travelling to and from the permitted zones is considered part of the 
break. Smoking must not interfere with the functioning of the work area. 
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Prescription medications 

If you are taking prescription medications which may affect your behaviour or work performance, 
you should inform your supervisor so that the condition can be appropriately managed while you are 
at work. 

If you have an allergy or medical condition which may require urgent treatment in the workplace, 
you should talk to your supervisor and make suitable arrangements to ensure that you and your 
colleagues are safe and prepared. 

Illegal Drugs 

It is a criminal offence to possess or use illegal drugs. Unless sanctioned by the CCC for operational 
purposes, we must abstain from any involvement or contact with illegal drugs whether on or off 
duty. Any charge or conviction relating to prohibited drugs must be reported to your manager 
without delay. 

Principle 2 – Promoting the public good 

These values are expressed in the following standards: 

2.1 – Responsible working 

We have an obligation to perform our duties competently, responsibly and with proper diligence, 
care and attention to all facets of our work. We should also aspire to the highest standards of 
excellence and we must be prepared to take ownership of and responsibility for our actions and 
decisions. 

We should constantly aim to achieve the CCC’s goals together with our individual performance 
objectives and targets. You should discuss any potential barriers or difficulties in achieving these 
standards with your supervisor as soon as they arise and take action to resolve them. 

Whatever our role, we should contribute to the continuous improvement of ourselves, others and 
our work unit by sharing information and skills, seeking out challenging tasks to attain a wider 
diversity of experience and exploring a broader range of work and development opportunities. 
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The values 
In recognition that the public sector is the mechanism through which the elected representatives 
deliver programs and services for the benefit of the people of Queensland, public service agencies, 
public sector entities and public officials- 
(a) accept and value their duty to be responsive to both the requirements of government and to

the public interest; and
(f) accept and value their duty to engage the community in developing and effecting official public

sector priorities, policies and decisions; and
(g) accept and value their duty to manage public resources effectively, efficiently and

economically; and
(h) value and seek to achieve excellence in service delivery; and
(i) value and seek to achieve enhanced integration of services to better service clients.

Public Sector Ethics Act 1994, s.7 



2.2 – Responsiveness 

Our duty to the public interest requires that in performing our official duties we must respond to all 
requests to the best of our ability in a timely, helpful and courteous manner. We are entitled to ask 
for and expect the same responsiveness from others in the workplace. 

2.3 – Setting an example 
Respect for people must be demonstrated in everyday conduct. It is not sufficient to have a policy in 
place or to claim to be an ethical organisation. We have an obligation towards the other units of 
public administration and the general public with whom we deal to set an example of ethical and 
professional conduct. 

The CCC is committed to the highest standards of excellence in conduct and teamwork and is 
continuously subject to public scrutiny. Accordingly, we must be constantly aware of the need to 
behave in an exemplary fashion. 

Any behaviour which may be perceived by the public as undermining the good name and integrity of 
the CCC, whether or not it is a criminal offence, may be a breach of this Code. Examples might 
include participation in socially disruptive public behaviour or public nuisance behaviour, domestic 
violence or public intoxication. 

Refer also to sections: 1.16 Outside the office; 1.4 Political activities; and 1.14 Personal standards; 
and CCC policy: Protocols governing the reporting of improper conduct complaints against officers of 
the Crime and Corruption Commission. 

2.4 – Disclose wrongdoing 

You have an obligation to disclose any fraud, corruption, maladministration, corrupt conduct, 
improper conduct, waste of public funds, risk to health and safety, reprisal, or any other breach of 
the law or this Code of which you become aware. 

As commission officers, it is our responsibility to lead by example in reporting suspected wrongdoing. 

You do not require concrete evidence of the wrongdoing and should not attempt to collect evidence. 
If you have a suspicion based upon reasonable grounds, you must make your disclosure to your 
immediate supervisor, manager or team leader or, if they appear to be implicated, some other senior 
manager. You may be asked to put your allegations in writing. The disclosure will be referred to the 
relevant delegate in the policy. If you choose to make your complaint anonymously, it will still be 
dealt with to the best of the CCC’s ability. 

Any supervisor or manager who receives a report of suspected wrongdoing is to ensure that it is 
responded to confidentially, fairly, quickly and in accordance with established procedures and the 
provisions of the Public Interest Disclosure Act 2010 (PID Act). 

The CCC is committed to ensuring that no commission officer feels they will suffer reprisal as a 
consequence of raising complaints about any wrongdoing or unprofessional behaviour in the 
workplace. The Public Interest Disclosures Act 2010 also provides certain protections against reprisal 
for commission officers who report unacceptable conduct and makes it an offence for detrimental 
action to be taken against a person for making a public interest disclosure. 

If circumstances warrant, you may make a public interest disclosure to someone outside the CCC and 
the Commission will support you in this action. Further details can be found in sections 17 and 20 of 
the Public Interest Disclosures Act 2010. 

Refer to legislation: Public Interest Disclosures Act 2010; and CCC policies: Public interest disclosures 
against commission officers; Reporting improper conduct; Management and resolution of complaints 
made by CCC commission officers; Fraud and corruption control. 
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2.5 – After you leave 

Certain obligations to the public and the CCC persist even when you are no longer employed at the 
CCC. These include:

• maintaining the confidentiality of any information obtained in the course of your
employment

• respecting the CCC’s intellectual property rights
• not misusing your official powers by attempting to influence people or agencies on the

strength of your former position
• providing honest and fair referee reports for former colleagues
• refraining from public comment about CCC business.

Refer to CCC policies: Resignation; Information security; Intellectual property. 

Principle 3 – Commitment to the system of Government 

These values are expressed in the following standards: 

3.1 — Lawful conduct 
Both in our public and our private lives, we are required to uphold and to conduct ourselves in 
accordance with all Commonwealth, State and local laws. 

In addition to those directly relating to our work, this includes laws such as the Anti-Discrimination 
Act 1991, the Human Rights Act 2019 and the Workplace Health and Safety Act 2011. 

In order to do this, we have a responsibility to make every effort to keep our knowledge and 
understanding of relevant laws as complete and up-to-date as possible. 

If you are charged with or convicted of any offence (even if a conviction is not recorded), you must 
report it without delay to the Chief Executive Officer, Senior Executive Officer or General Manager. 

3.2 – Implementing policies 
We have an obligation to carry out and implement the policies and decisions of the CCC to the best 
of our ability, regardless of our personal feelings or opinions. Ethical decisions are seldom clear-cut, 
with many uncertainties and shades of opinion. We should always be aware that we may not have 
all the relevant information. The decisions of the CCC are binding on us and must be conscientiously 
implemented.
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The values 
In recognition that the public sector has a duty to uphold the system of government and the laws of 
the State, Commonwealth and local government, public service agencies, public sector entities and 
public officials- 
(a) accept and value their duty to uphold the system of government and the laws of the State, the

Commonwealth and local government; and
(j) are committed to effecting official public sector priorities, policies and decisions professionally

and impartially; and
(k) accept and value their duty to operate within the framework of Ministerial responsibility to

government, the Parliament and the community.

Public Sector Ethics Act 1994, s.8 



3.3 – Neutrality 
In our work we are required to carry out the obligations of our position independently, impartially 
and fairly and with regard to the importance of protecting the public interest (as prescribed by 
section 57 of the Crime and Corruption Act 2001). 

We are frequently called upon to make decisions and apply laws that can have a far-reaching impact 
on the lives of people in Queensland. We must be free and be seen to be free from undue or 
improper political or ideological considerations in making operational and policy decisions. We must 
never allow our personal preferences and opinions to influence the discharge of our duties. 

We must provide the CCC with professional and impartial advice at all times. 

Refer also to section 1.4 Political activities for related information. 

3.4 – Lawful instructions 
We are required to comply with all reasonable and lawful work instructions. You are always entitled 
to seek clarification of an instruction and to challenge it if you believe it is either unlawful or 
unreasonable. Such matters should be addressed promptly with the person issuing the instruction, or 
through their manager. 

However, you should do nothing deliberate to delay or prevent the implementation of a lawful 
instruction and you will generally be required to carry out the instruction pending the outcome of 
your objection unless there is a serious risk to health and safety, the CCC’s reputation, or the public 
interest. 

There is a consequent obligation on managers and supervisors to take care that the instructions they 
give are lawful and reasonable and to be open to constructive questions and suggestions. 

3.5 – If professional codes and personal values conflict 
In addition to our personal values and beliefs, many professions also have codes of conduct which 
are specific to them, including lawyers, accountants and police officers. Circumstances may 
occasionally arise where lawful instructions in the workplace are not compatible or conflict with your 
personal values and beliefs or professional code. 

If you find yourself in this position, you should discuss the matter with an appropriate manager and 
seek a solution which will neither impede the business of the CCC, nor compromise your own 
integrity. It may be necessary to stand aside from some activities or responsibilities to do so. You 
have an obligation to respect the CCC’s right to determine the course of action. 

If you still experience difficulty, you should immediately seek advice from your General Manager or 
Human Resources. 

Refer also to section 1.2 Conflict of interest and other disclosures. 
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Principle 4 – Accountability and transparency 

These values are expressed in the following standards: 

4.1 – Confidentiality and Information security 

By the nature of our work, we frequently handle information which is sensitive in varying degrees 
and whose unauthorised release could damage individuals, organisations or the public interest. 
There is a great public trust placed in us to protect this information against misuse and it is a criminal 
offence under the Crime and Corruption Act 2001 to wilfully disclose CCC information improperly. 

We should take particular care not to access, use or release information without an approved official 
purpose related to the performance of our duties. We must: 

• give close attention to the classification of information as sensitive, protected and secret and
rigorously uphold the integrity of those classifications

• access only such information as we are specifically authorised to access
• exercise discretion and caution in discussing information with other officers
• ensure no information can be accessed by unauthorised people
• comply with all confidentiality and security procedures of the CCC (including the clean desk

policy)
• never use CCC information to further our personal interests, financial or otherwise.

As a general rule, materials which can be released outside the CCC have already been published, 
either on our website or in some other form, such as published reports and discussion papers, annual 
reports, media releases and public addresses. Any request for information that is not already 
available publicly should be directed to your manager or supervisor for a decision. 

When we cease employment with the CCC we have an obligation to maintain confidentiality 
regarding official information formerly available to us. 

Refer to legislation: Human Rights Act 2019 and CCC policy: Information security; Information 
security classification; Disclosure of Information; Information Access: Right to information and 
information privacy; Privacy. 

4.2 – Record keeping 

We must conscientiously protect the accuracy, integrity and confidentiality of CCC information at all 
times. 
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The values 
In recognition that public trust in public office requires high standards of public administration, 
public service agencies, public sector entities and public officials - 
(a) are committed to exercising proper diligence, care and attention; and
(b) are committed to using public resources in an effective and accountable way; and
(c) are committed to managing information as openly as practicable within the legal framework;

and
(d) value and seek to achieve high standards of public administration; and
(e) value and seek to innovate and continuously improve performance; and
(f) value and seek to operate within a framework of mutual obligation and shared responsibility

between public service agencies, public sector entities and public officials.

Public Sector Ethics Act 1994, s.8 



This includes a requirement to make and keep full and accurate records of all business transactions 
and official activities and to ensure that such records are adequately tracked, preserved and made 
accessible for as long as they are of value. 

When giving advice, we should provide written advice or confirmation wherever possible, otherwise 
we should keep well documented notes about advice we have provided. 

Records should be destroyed only when they are of no further value and in a secure manner in 
accordance with CCC procedures. Before destroying any documents, we must consult with the 
Records Management section. 

Refer to legislation: Public Records Act 2002 and CCC policies: Recordkeeping; Retention and 
disposal of records. 

4.3 – Self development 
We should take responsibility for developing our skills and knowledge, keeping up to date with 
advances and changes within our areas of expertise and taking reasonable initiatives to identify and 
apply for self-development opportunities. The CCC has a number of learning and development 
programs designed to support self-development including the Leadership capability roadmap, Future 
leaders program, Career development pathways and CCCLearning professional. 

Your supervisor or Human Resources will provide assistance and advice as required. 

Refer to CCC policies: Learning and development; Performance and Development Agreement. 

4.4 – Resource management 

We all share the responsibility for ensuring that CCC resources are safeguarded and not wasted, 
abused, or used improperly or extravagantly. 

Public resources include intangibles such as skills, knowledge, work time, intellectual property, 
corporate knowledge and information. All should be used responsibly and with care. In particular: 

• all purchasing or tendering activity must be conducted in accordance with State Procurement
Policy and the CCC’s Procurement policy. Probity, accountability and value for money must
be an integral part of any purchasing or tendering process

• consumable resources such as office stationery must only be used for official purposes and
should be used as economically as possible

• office equipment, furniture and fittings and CCC premises may only be used for official
purposes

The CCC’s mail and email addresses must not be used for personal or business affairs that are not 
related to CCC activities (although limited occasional personal use of email is permitted, see section 
4.6). You may include your private mail for posting by the CCC provided it has the correct postage, 
but you must not use any office stationery for private mail or post any unauthorised or offensive 
items using CCC facilities. 

Time is our most expensive resource. We should take care to ensure that we manage our time 
responsibly. 

Official assets and resources must never be used for personal business or benefit. 

Refer to CCC policy: Procurement; Mail services. 

4.5 – Information and communication technologies 
The CCC owns and provides a range of information and communication technologies (telephones, 
faxes, computers, printers, copiers and related devices). These technologies: 
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• should be used for work related and operational purposes as determined by individual work
areas

• may be used in support of approved study (under the Study Assistance Scheme) and
professional development activities

• may be used away from work premises on a short-term basis to do official work at home or
under an approved telecommuting arrangement. In such circumstances, we must ensure
that the equipment (and any official information contained in the equipment) is secure

• may be used subject to prior clearance from the Chief Executive Officer, Senior Executive
Officer or General Manager for activities that are not strictly official but warrant support. For
example, CCC social club activities or meetings of professional associations relevant to the
CCC

• are vulnerable to external damage and we have an obligation to protect them by not
importing or downloading software from any source without the express approval of the
Executive Director Information Services.

Limited and occasional personal use of these technologies is permitted. You must ensure that any 
personal use happens on your own time and does not affect the performance of your work, incur 
significant cost, breach any CCC policy or this Code, or damage the reputation of the CCC. 

Refer to CCC policy: Use of ICT facilities and devices. 

4.6 – Internet and email 

Internet and email facilities are owned and provided by the CCC and should be used for official 
purposes, although limited and occasional personal use is permitted. 

Personal use must not affect the performance of our work, incur significant cost, contravene any law, 
CCC policy or this Code, or damage the reputation of the CCC. In particular, we must not access or 
transmit: 

• pornography or other offensive material
• computer games or online gambling
• chain letters or spam emails
• auction sites, social networking sites or chat-rooms, or personal web mail (such as Hotmail

accounts).

It is important to understand that our use of Internet and email (including web connected mobile 
phones) will be monitored, logged and inspected by the Information Technology Section and/or the 
Security Manager. There should be no expectation of privacy in respect of any transaction through 
these media. To ensure proper accountability, you must never share your passwords. 

Excessive or improper use of these technologies may result in restricted access, disciplinary action, or 
prosecution. Those found to be intentionally accessing, downloading, storing or distributing 
pornography may be dismissed. 

Refer to CCC policies: Use of ICT facilities and devices. 

4.7 – Copyright and Intellectual Property 

Anything we develop, invent or create, either alone or in collaboration with others in the course of 
our employment or engagement, such as reports, notes, research papers, art works, teaching and 
training materials, remains the intellectual property of the CCC. 

We must obtain prior permission from the Chief Executive Officer, Senior Executive Officer or 
General Manager before entering into arrangements regarding publication or other use of any 
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articles or materials that we have produced as part of our official duties, or that the CCC otherwise 
owns. 

If we leave the CCC, we cannot take or download intellectual information unless otherwise 
authorised. 

Refer to CCC policy: Intellectual property. 

4.8 – Secondary employment 

We are not prohibited from engaging in other employment while we are working at the CCC. 
However (except in the case of Commissioners), approval must be obtained before engaging in such 
employment or immediately upon commencing duty in the CCC. 

We must take great care to ensure that any secondary employment does not interfere with the 
performance of our normal duties, give rise to a conflict of interest, or involve any use of CCC time or 
resources. 

A conflict of interest may exist, particularly in relation to private consultancies, in areas in which the 
CCC is already operating or has indicated that it may be operating in the future. 

The granting of approval for secondary employment is not and must not be represented as an 
indication that the CCC endorses your outside work activities. 

Refer to CCC policy: Outside employment; and section 1.2 Conflict of interest. 

4.9 – Work arrangements 

We must conform to the CCC’s policies in relation to attendance and absences, working hours, 
attendance recording, leave applications and leave approval. 

Timesheets must furnish an accurate account of the time you actually spent working and the breaks 
you took. If urgent operational needs require that you skip a break or work abnormal hours, this 
should be shown on your timesheet and any departure from proper working hours as stipulated in 
the policy must be approved by your supervisor. 

You must not be absent from work without approval. In the event of unscheduled absences (illness, 
emergency, family emergency) you must make every reasonable effort to notify your supervisor, 
preferably by telephone. An appropriate leave application must be submitted for approval by the 
delegate for every absence from duty as soon as is practicable. 

The CCC encourages commission officers to preserve their health and wellbeing. We should only 
report for duty when we believe we are fit to perform our functions to a satisfactory standard. If you 
believe that you are not in a condition to perform your duties (e.g. due to ill health or the effect of 
prescribed medication), or that you present a risk of spreading illness in the workplace, advise your 
supervisor and remain absent from duty until fit. 

The CCC’s Employee Assistance Program or the Peer Support Officer network is freely available 
where a personal or work related issue may have the potential to affect our health or wellbeing and 
impact our work performance. 

Refer to CCC policies: Work health, safety and wellbeing; Hours of duty; Overtime, TOIL and on-call; 
Employee Assistance Program; and policies relating to various types of leave, especially Sick leave. 

4.10 – Motor vehicles 

CCC vehicles are to be used for official purposes only unless a private use arrangement applies. 

Refer to CCC policy: Motor vehicles. 
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4.11 – Financial responsibility 

We may only claim or accept out-of-pocket or other expenses arising out of matters that are directly 
attributable to CCC business or as provided for in our employment conditions. 

Any Frequent Flyer points accrued as a result of official travel are the property of the CCC and must 
be used for official purposes only. In particular, you should take care to ensure that points accruing 
from official travel are not credited by the airline to your personal account. 

Corporate credit cards are issued on the basis that the card is both a necessary and convenient 
facility for meeting commitments incurred in the course of our official business. Holders of corporate 
credit cards have a responsibility to use the card in a proper and appropriate manner and in 
accordance with the corporate credit card manual. Holders are to account fully for all transactions. 
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Glossary 

In this Code of Conduct unless the context otherwise permits or requires: 

the Act the Crime and Corruption Act 2001 (includes Regulations, 
Proclamations and Orders in Council made pursuant thereto) 

the CCC the Crime and Corruption Commission 

the Commissioners members of the Commission, including the Chairperson as defined 
by the Act 

Improper conduct means: 
• is disgraceful or improper conduct in an official capacity; or
• is disgraceful or improper conduct in a private capacity that

reflects seriously and adversely on the CCC; or
• would, if the officer were an officer in a unit of public

administration, be corrupt conduct
• disclosure of confidential information without the required

authorisation, whether or not the disclosure contravenes an Act;
or

• failure to ensure- 
i. a register kept by the CCC under an Act is up to date and

complete; or 
ii. all required documentation is on a file kept by the CCC and

correctly noted on a register kept by the CCC under an Act;
or

• exercise of a power without obtaining the required
authorisation, whether inadvertently or deliberately; or

• noncompliance with a policy or procedural guideline set by the
CCC, whether inadvertently or deliberately, that is not of a minor
or trivial nature; or

• exercise of a power conferred on the person under this or
another Act in a way that is an abuse of the power.

Material evidence Evidence relating to the allegation which will be a factor in the 
decision-making process. 

Peer Support Officer A commission officer, trained to provide advice and support to other 
commission officers experiencing harassment, conflict, stress or 
personal difficulties. A current list of Peer Support Officers is 
available on the Human Resources page of the intranet 

Policy includes any CCC policy, procedure, directive, ruling, protocol, or 
administrative practice 

Procedural fairness 
(natural justice) 

requires that: 
• a person whose interests will be adversely affected by a decision

should be given adequate time and a fair and reasonable
opportunity to be heard and to hear the case made against them
(the hearing rule)

• the decision maker be unbiased (the bias rule)
• the decision be made on findings of fact which are based on

logically probative material (the no evidence rule)
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Public interest the overall good of the community as a whole 

Sexual harassment As defined in s.119 of the Anti-Discrimination Act 1991. 

Workplace bullying As defined in the Guide for Preventing and Responding to Workplace 
Bullying (Worksafe Australia). 
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Contact details More information 
       Crime and Corruption Commission 

GPO Box 3123, Brisbane QLD 4001 
 www.ccc.qld.gov.au 

Level 2, North Tower Green Square 
515 St Pauls Terrace, 
Fortitude Valley QLD 4006 

       mailbox@ccc.qld.gov.au 

      @CCC_QLD 

      07 3360 6060 or 
Toll-free 1800 061 611 
(in Queensland outside Brisbane) 

07 3360 6333 

 CrimeandCorruptionCommission 

      CCC email updates 
www.ccc.qld.gov.au/subscribe 
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CCC Commissioners

Alan MacSporran QC 
Chairperson 

Sydney Williams QC 
Deputy Chairperson 

Marshall Irwin 
Commissioner 

Deborah Holliday 
Commissioner 

A message on behalf of the Commission 

CCC Risk Appetite Statement (the Statement). The Statement 
articulates the amount of risk the Commission is willing to tolerate or retain in pursuit of our values 
and strategic vision for safe communities supported by fair and ethical public institutions. I 
encourage all commission officers to read the Statement. 

Risk management (policy and procedure) and other resources on the 
Governance, Risk and Compliance system. 

Alan MacSporran QC 

Chairperson 
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Context 

Risk management is fundamental to good governance. Governance is all the things we do (our 
processes and behaviours) to ensure we deliver our strategic objectives and meet community 
expectations. The CCC’s Governance Framework describes the CCC’s commitment to good governance 
and continuous improvement (see figure 1). 

Figure 1: CCC Governance Framework. 

Purpose 

This Risk Management Framework (RM Framework) provides an overview of the CCC’s risk 
environment and the internal processes in place to support effective risk management. The RM 
Framework has been developed in tandem with the CCC’s Risk management policy and procedure.  

Why manage risk? 

Although it is not possible to eliminate all risk, the CCC actively identifies and manages risk to achieve 
better business outcomes. Risk management drives continuous improvement and can help prevent: 
• loss of life or injury
• disruption to CCC operations
• financial loss, including theft and fraud
• legal liability
• damage to the CCC’s reputation.

Effective risk management is an integral part of everyday decision-making and business activity. It is 
also integrated within broader business planning and strategy development.  

Our risk environment 

The CCC operates in a complex environment with unique statutory governance and accountability 
requirements documented in the Crime and Corruption Act 2001. Complexity is amplified by 
increasingly sophisticated criminal and corruption activities, financial constraints and changing social 
and political contexts. 

These factors mean the CCC needs to take calculated risks when exploiting opportunities to fight 
crime and corruption.  
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The Commission’s risk appetite 

The CCC’s Risk Appetite Statement articulates the amount of risk the CCC is willing to accept in order 
to meet its strategic objectives. The CCC’s Risk Appetite Statement describes the CCC’s tolerance for 
specific risks.  

The CCC’s lowest appetite is for risks associated with: 
• safety and wellbeing
• governance and compliance
• fraud, corruption and financial
• information security.

The CCC is however, willing to accept a higher level of risk where there is an opportunity for 
innovation exists. 

Types of Risk 

The CCC has three types of risk, strategic, operational and program/project. 

Figure 2: Hierarchical risk types and their oversight. 

Strategic risks 

Strategic risks are risks that may significantly affect the achievement of the CCC’s vision and strategic 
objectives, as detailed in the strategic plan. These risks may relate to external or interal factors e.g 
political and economical environments or internal business strategy and execution. The ELT  and 
Commission are generally responsible for the identification and management of these risks. 

Operational risks 

Operational risks are risks that may impact on divisional service delivery outcomes. The responsibility 
for overseeing risks up to a level of ‘high’ that affect the divisonal portfolio, rests with the Divisional 
Head. The ELT and Commission are responsible for overseeing risks rated ‘Very high’.  

The risk owner,  responsbile for the management of an operational risk, is determined by the level the 
risk is rated.  
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• Low = manager
• Medium = manager, senior manager or director
• High = senior executive officer or general manager of the relevant division
• Very High = CEO.

Program/project risks 

Program/project risks are owned by the program/project boards who have oversight 
and direction for these risks. For Very high risks associated with strategic 
programs/projects these risks are overseen by the Commission.  

The level of risk is determined by a risk establishment process using the CCC’s Risk 
appetite statement and risk analysis matrix. This process is outlined in detail in the CCC’s 
Risk management policy and procedure. 

Resourcing risk management 

The CCC is committed to providing resources to support effective risk management. This includes: 
• risk management training for all commission officers (including contractors)
• Governance Risk and Compliance system (GRC)
• publication of print-based resources and supporting materials
• establishment of an Audit and Risk Management Committee (ARMC)
• independent assessment of the RM Framework (Internal Audit / Queensland Audit Office).

Policies and procedures 

The CCC maintains internal controls – policies, procedures, guidelines and delegations – which are at 
the core of our risk management system. These documents record the detail of how risks are 
identified, analysed, evaluated, treated and monitored in accordance with relevant Australian 
standards. They provide clear direction on roles and responsibilities, and reference related 
legislation, Queensland Government policy and CCC systems. 

More information: 
• Risk Management Policy and Procedure
• ISO 31000:2018: Risk management – Guidelines
• Financial Risk Management Policy and Procedure
• Business Continuity Policy
• Fraud and Corruption Control Plan
• Risk Appetite Statement

Training and communication 

Effective training and communication is used to raise risk awareness, drive effective decision-making, 
and help embed effective risk management at all levels of the CCC. Key stakeholders and subject 
matter experts are involved in risk identification, risk assessment and risk treatment activities.  

Training resources provided to Commission officers includes: 
• on-line mandatory training modules
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• face-to-face meetings and workshops
• links to internal publications and external web material
• notification of audit outcomes and recommendations
• risk presentations.

Risk assurance 

To provide a reasonable assurance that the CCC’s risks are being managed effectively, the CCC has 
systems in place to monitor the efficacy of processes and controls. The responsibilities detailed 
above, when executed, provide an assurance that: 
• risks have been identified and assessed in accordance with the CCC’s risk appetite
• risks are regularly monitored and reported
• emerging risks are escalated to the appropriate level of management
• formal assurance mechanisms are in place (e.g. risk management performance measures and

internal and external audits).

Measuring risk management performance 

At a minimum, the measurement of risk management performance involves two distinct activities: 
• Measuring compliance: This measures whether the CCC is complying with risk management

policy directives e.g. internal or external audits of the RM Framework and policy.
• Measuring maturity: This measures the maturity of the RM Framework against industry best

practice e.g. internal or external evaluations such as a Maturity Model Assessment.

Audit and Risk Management Committee 

The CCC’s Audit and Risk Management committee (ARMC) is responsible for reviewing the adequacy 
of the CCC’s RM Framework and its application.  

More information: 
• Audit and Risk Management Committee Charter
• Audit Committee Guidelines – Improving Accountability and Performance  (Queensland Treasury)

Specific to risk management, the ARMC evaluates whether processes are in place to address key 
roles and responsibilities in relation to risk management, and evaluate the adequacy of the control 
environment to provide reasonable assurance that the systems of internal control are of a high 
standard and functioning as intended. 

Internal audit 

Internal audit reviews the CCC’s strategic, operational and program/project risks. Internal Audit may 
periodically conduct reviews of the RM Framework and report on its effectiveness. This provides the 
Commission with independent assurance about the effectiveness of risk management. 

More information: 
• Internal Audit Charter
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Reporting 

A system of regular reporting is in place to ensure the Commission, ELT and ARMC are regularly 
appraised of the CCC’s risk profile, and familiar with emerging issues. Regular risk reporting is used to 
communicate the results of risk processes and to secure endorsement of treatment activities. 

Very high risks and their treatment plans are reviewed: 
• monthly by the Executive Leadership Team
• quarterly by the Commission and
• quarterly by the ARMC.

Roles and responsibilities 

All commission officers have a responsibility to practice active risk management. This includes 
remaining vigilant to changes in the operating environment which could result in new risks or 
escalated risks. Specific responsibilities are set out below. 

Position Responsibility 

All commission 
officers 

All commission officers have responsibility for managing CCC risks. This 
includes: 
• Compliance with the CCC Risk Management Framework.
• Being actively involved in risk management activities across the CCC.
• Ensuring key risks relating to their work function/unit are identified,

recorded (where appropriate) and managed in a timely manner.

Commission The Commission is responsible for the governance activities of the 
agency, deriving its authority from the Crime and Corruption Act 2001. 
Broadly, the risk management functions of the Commission include: 
• Ensuring risk management systems are in place across the CCC.
• Overseeing the operation of systems for compliance and risk

management reporting to stakeholders.
• Leading and fostering an organisational culture that values open, fair

and accountable behaviours, and that encourages staff members to
proactively manage risks and maximise safety.

Chief Executive 
Officer (CEO) 

The CEO is the Accountable Officer for all risk management activities and 
is responsible for: 
• Ensuring that management systems are established that align with

the CCC Risk Management Framework.
• Ensuring that risk management is integrated into all business

activities and decision-making across the CCC.
• Approving the design and implementation of the CCC Risk Analysis

Matrix.
• Assuming or delegating the role of Risk Owner for all Very High risks

and ensuring appropriate officers responsible for management
strategies to mitigate risk are established.
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Position Responsibility 

Audit and Risk 
Management 
Committee 

The Committee is an advisory committee of the Commission. Although 
the committee has no executive powers, in discharging its 
responsibilities, the committee has the authority to advise the 
Commission about the following risk-related matters: 
• Ensuring the CCC has an effective and integrated risk management

system and that significant or material risks are identified and made
known to the Commission.

• Reviewing the effectiveness of internal audit and risk management
functions, including compliance with the Institute of Internal
Auditing and ISO 31000:2018 Risk Management – Guidelines.

• Reviewing, through the internal and external audit functions, the
adequacy of internal controls, including whether policies,
procedures and other instruments of delegation are in place, up-to-
date and complied with.

• Monitoring the effectiveness of the CCC’s compliance management
systems.

Internal Audit The Internal Audit function may be engaged to: 
• Evaluate compliance with the CCC Risk Management Framework.
• Provide advice to enhance risk management.
• Examine the effectiveness of risk management contributions

required to support internal controls.
Risk control and mitigation will also inform the CCC annual internal audit 
plan. Risk and internal audit representatives should work collaboratively 
in the development of this plan. 

Executive 
Leadership 
Team (ELT) 

The ELT assists the Commission in fulfilling its oversight responsibilities 
by: 
• Integrating risk management into all organisational activities
• Ensuring effective risk management systems and robust

organisational governance practices are in place to support the
delivery of strategic objectives.

• Analysing exposure to risk and, if required, referring matters to the
Audit and Risk Management Committee to determine how to best
handle such exposure.

• Communicating the importance of risk management across CCC.

General 
Manager 
Corporate 
Services 

The General Manager Corporate Services is responsible for: 
• Developing the governance frameworks, policies and processes

necessary to ensure that risk systems are well designed and aligned
with best practice.

• Providing high quality support and strategic advice to the CEO and
CCC Executive on key issues impacting risk management across the
CCC.

• Developing and reporting metrics to provide an assurance that risks
are being effectively managed.

• Providing clear and effective leadership and mentoring to support
effective risk management practices.
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Position Responsibility 

Senior Executive 
Officers / 
General 
Managers 

Senior Executive Officers and General Managers are responsible for: 
• Overseeing risk management activities within their area of

accountability, ensuring alignment with the CCC Risk Management
Framework.

• Regularly identifying, assessing, managing and reporting on portfolio
risks in accordance with the CCC Risk Analysis Matrix.

• Ensuring that risk management is effective and consistently
embedded into all relevant planning activities and decision-making
processes in their area of responsibility.

• Actively championing risk management across the CCC and creating
a supportive environment for effective risk management.

Divisional 
Management 
Committees 

Divisional Management Committees are responsible for: 
• Reviewing divisional risks to ensure the efficacy of risk ratings and

risk treatment risk plans in accordance with the CCC Risk Analysis
Matrix.

• Ensuring risks are considered as part of all decision-making and
planning processes.

• Actively championing risk management across the CCC.

Strategic 
Programs Board 

Strategic Programs Board is responsible for: 
• Providing appropriate governance of strategic programs
• Ensuring program/project risks are managed in accordance with the

CCC Risk Management Framework.

Project Boards Project Boards are responsible for ensuring that risks are considered as 
part of all project decision-making processes and align with the CCC Risk 
Management Framework. 

Risk Owners Risk Owners are responsible for monitoring and reviewing risks 
(including treatment plans) in accordance with the CCC Risk 
Management Framework. 

Managers Managers are responsible for the implementation and maintenance of 
sound risk management practices in their area of accountability, 
including creating a culture of accountability and risk awareness. 
Managers are responsible for integrating risk management into general 
management processes such as: 
• Standing agenda items for meetings.
• In development/review of strategic, operational and business plans.
• In new or revised project plans or submissions.
• When managing incidents.

Risk and 
Compliance 

Risk and Compliance is responsible for the overall coordination of the 
risk management function across the CCC as directed by the General 
Manager Corporate Services. This includes: 
• Ensuring the application of integrated risk management across the

CCC, including oversight of the risks monitored by the Commission
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Position Responsibility 

and provision of reports to the Commission (and other stakeholders 
as required). 

• Supporting Risk Owners to ensure risks are managed effectively in
accordance with the CCC Risk Management Framework.

• Coordinating risk management training and development activities
across the CCC.
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Complaints against commission officers - 
policy and procedure  

1. Objective

The purpose of this policy and procedure is to establish a uniform process for dealing with complaints 
about the conduct of commission officers. It is intended to provide a system for dealing with 
complaints consistent with the CCC’s obligations under s219A of the Public Service Act 2008 (Qld), s329 
of the Crime and Corruption Act 2001 (Qld), the Human Rights Act 2019 (Qld), and general workplace 
obligations. 

2. Application
This policy and procedure applies to all commission officers. 

3. Relevant legislation
Crime and Corruption Act 2001 (Qld) 
Public Service Act 2008 (Qld) 
Human Rights Act 2019 (Qld) 
Public Interest Disclosure Act 2010 (Qld) 

Definitions 

Administrative decision A decision made by a Commissioner or other commission officer 
relating to the management of the CCC’s business, including the 
failure to make a decision. 

Commission officer A commission employee or secondee, as provided in s257 of the 
Crime and Corruption Act 2001 (CC Act), but also commissioners, 
senior officers, the CEO, agents, and officers appointed under a 
taskforce. 

Complaint service review 
A review of a CCC decision with respect to the assessment of a 
complaint concerning suspected corrupt conduct. 

Customer service 
complaints register The CCC’s system for recording external complaints, including the 

details of the complaint, outcome, and any business 
improvement actions as part of the resolution of the complaint. 

The register is located on the digital Governance, Risk and 
Compliance (dGRC) system. 

Disciplinary action This has the meaning provided by the CCC’s Discipline (policy and 
procedure). 

Attachment H
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Executive Manager As defined in the Human Resource Decision Making Framework. 

Formal resolution 
The process of managing and resolving a workplace complaint 
after a reasonable effort has been made to deal with the matter 
through the informal resolution process. 

Human rights complaint A complaint by an individual about an alleged contravention of 
section 58(1) of the Human Rights Act 2019 (HR Act) by a public 
entity in relation to an act or decision of the public entity. 

Improper conduct Improper conduct is defined in s329(4) of the CC Act. 

Informal resolution The process of managing and resolving a workplace complaint at 
a stage before the requirements of formal resolution come into 
effect. 

Lodging officer The person who lodges a workplace complaint for the purpose of 
formal resolution. 

Manager A commission officer with responsibility for dealing with such 
matters as requests for leave and the performance management 
of other commission officers. 

Mediation A process of dispute resolution between two or more parties in 
which a third party, the mediator, assists the parties to negotiate 
their own settlement. 

Natural justice 
Requires that the commission officer acting to resolve a 
workplace complaint: 

• acts fairly, in good faith and without bias (actual,
perceived or potential)

• provides a commission officer a reasonable opportunity
to respond to concerns raised about them prior to making
a decision that may adversely affect them.

Notifier 
In relation to suspected Improper Conduct, the commission 
officer who is required to report suspected improper conduct to 
the Parliamentary Crime and Corruption Committee (PCCC).  

Each of the following may be a Notifier: 

1. If the improper conduct is that of a Commissioner or the Chief
Executive Officer (CEO), then the Notifier is the Chairperson;

2. If the improper conduct is that of the Chairperson, then the
Notifier is the Deputy Chairperson;

3. If the improper conduct is by a commission officer other than
in (1) and (2) above, then the Notifier is the Chief Executive
Officer.
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Public interest disclosure 
(PID) 

This has the meaning provided by the CCC policy and procedure—
Public interest disclosures against commission officers—and the 
Public Interest Disclosure Act 2010. 

Receiving officer The manager of the commission officer making the workplace 
complaint, or if the complaint is about that manager, a more 
senior commission officer.   

Serious complaint In relation to a Customer Service Complaint means a service 
delivery complaint that is significant or complex, with a medium 
to high level of risk to the complainant or the CCC (eg significant 
delays, challenge to the conduct or competency of the officer). 

Service delivery 
complaint 

A customer complaint about any aspect of the CCC’s services (eg 
complaints about delays, communication or responsiveness). 

Straightforward 
complaint 

A service delivery complaint that is likely to have minimal risk or 
detriment to the complainant or the CCC (eg minor delays, 
incorrectly addressed correspondence). 

Sexual harassment This has the meaning provided by the CCC policy, Sexual 
harassment, workplace bullying and unlawful discrimination in 
the workplace. 

Subject officer A commission officer against whom a complaint is made. 

The Act The Crime and Corruption Act 2001, unless otherwise stipulated. 

Unlawful discrimination This has the meaning provided by the CCC policy, Sexual 
harassment, workplace bullying and unlawful discrimination in 
the workplace. 

Workplace bullying This has the meaning provided by the CCC policy, Sexual 
harassment, workplace bullying and unlawful discrimination in 
the workplace. 

Workplace complaint Complaints about conduct and/or decisions made in the 
workplace e.g. interpersonal issues between colleagues.  

4. Policy statement
The CCC’s complaints management process provides for complaints against commission officers to be 
dealt with in a consistent manner, and to provide clarity about the obligations, responsibilities and 
rights of those involved in the complaints process. 
Broadly speaking, our complaints management principles are to: 

• Treat complainants with respect and ensure they do not suffer reprisal
• Protect privacy and confidentiality
• Communicate in a way that is appropriate to the matter
• Afford natural justice and provide suitable avenues for review
• Ensure there is clear accountability for complaints handling
• Ensure compliance with the CCC’s legal obligations, including regarding workplace health and

safety, anti-discrimination, human rights and dealing with public interest disclosures
• Ensure mechanisms are in place to record and report on complaints related matters to meet

reporting requirements
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• Ensure actions and decisions in respect of complaints properly consider human rights
implications

• Use complaints information to inform business improvements, including improvements to
workplace culture

A flowchart, providing an overview of the complaints management process is located at Schedule A. 

This policy and procedure does not deal with complaints service reviews, as those are complaints about 
the CCC’s decision-making processes, rather than the conduct of a commission officer. 

An officer must self-report suspected improper conduct. As that does not involve a complaint, that is 
not dealt with under this policy. 

5. Complaints
5.1 Types of complaints 
5.1.1 Improper conduct complaint 

Improper conduct is conduct of a commission officer that involves: 

(a) disgraceful or improper conduct in an official capacity; or

(b) disgraceful or improper conduct in a private capacity that reflects seriously and adversely on the
commission; or

(c) conduct that would, if the person were an officer in a unit of public administration, be corrupt
conduct; or

(d) disclosure of confidential information without the required authorisation, whether or not the
disclosure contravenes an Act; or

(e) failure to ensure—

(i) a register kept by the commission under an Act is up to date and complete; or

(ii) all required documentation is on a file kept by the commission and correctly noted on a
register kept by the commission under an Act; or

(f) exercise of a power without obtaining the required authorisation, whether inadvertently or
deliberately; or

(g) noncompliance with a policy or procedural guideline set by the commission, whether inadvertently
or deliberately, that is not of a minor or trivial nature; or

(h) exercise of a power conferred on the person under this or another Act in a way that is an abuse of
the power.

5.1.2 Workplace complaint 

A workplace complaint is a complaint by a commission  officer about the conduct, or a decision of 
another commission officer or officers. This can include interpersonal issues between colleagues but 
can also include complaints about administrative decisions they consider to be unfair or inequitable. 

5.1.3 Customer service complaint 

A customer service complaint is a complaint by a member of the public about the conduct or actions 
of a commission officer or officers. This does not include a complaint about a decision of a CCC officer, 
or the CCC generally – that is a complaint service review. 
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Human rights complaints and considerations 

In dealing with a Workplace Complaint, Customer Service Complaint, or an Improper Conduct 
Notification, the relevant officer must also consider whether the complaint alleges a breach of human 
rights – either explicitly or implicitly. Any complaint involving a breach of human rights must consider 
whether human rights have been breached, and deal with the complaint consistently with the 
requirements under the HR Act. Human rights complaints have specific reporting requirements under 
the HR Act. 

5.2 Channels for receiving complaints 
5.2.1 Informal channels 

Informal complaints are those which are not made through formal complaints channels. An informal 
complaint could be raised verbally by a commission officer about another officer’s conduct, or by an 
external party in the course of another matter. 

A complainant does not need to formally state that they wish to make ‘a complaint’ for it to be treated 
as a complaint and dealt with under this policy. 

At the same time, a person or entity challenging or seeking a review of a decision or action by the CCC, 
or making a complaint about corrupt conduct in a UPA will not ordinarily be regarded as a complaint 
against a commission officer. The exception is where the challenge or review application involves an 
allegation that the CCC (or an officer) acted improperly. For example, if a defendant in a criminal 
proceeding alleges that commission officers concealed or altered evidence, that would amount to an 
allegation of improper conduct and must be reported. 

In considering whether a matter should be treated and progressed as a complaint, due regard should 
be had to the wishes of the person raising the issue. In some circumstances a commission officer may 
not wish to ‘make a complaint’ about a matter. In those circumstances, the relevant officer (generally 
the officer’s manager) should consider all competing considerations, which may include: 

• The complainant’s wishes and the impact of proceeding or not proceeding on their health and
safety in the workplace

• The impact of proceeding or not proceeding on the health and safety of the workplace as a
whole

• The need to correct or address unacceptable behaviour
• The need to promote a culture of appropriate workplace behaviour
• The need to ensure compliance with any legal obligations

Generally speaking, the balance will generally favour proceeding with the matter as a complaint. 

Where a matter involves suspected improper conduct, the balance will always favour proceeding with 
a complaint, and reporting the matter to the notifier. 

An internal complaint will either be a report of suspected improper conduct or a workplace complaint. 
An external complaint, whether from the PCCC or other external stakeholder, will be an improper 
conduct notification or a customer service complaint. Any of these may involve a human rights 
complaint. 
5.2.2 Formal channels 

A formal complaint may arise through one of several established channels: 
• Improper conduct notification
• Customer service complaint
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• Workplace complaint
• Human rights complaint
• From the Parliamentary Crime and Corruption Committee (PCCC) via the Office of the

Commission.

A complaint may fall within one or more of these categories. A complaint, whether formal or informal 
may be made in person, via telephone, through the web portal, or by email. 

5.3 Public Interest Disclosures 
A person may make a Public Interest Disclosure (‘PID’) about the conduct of a commission officer. 

PIDs are dealt with under the Public Interest Disclosures Against Commission Officers (policy and 
procedure) and are generally matters which relate to: 

· a substantial and specific danger to the health or safety of a person with a disability, or to
public health and safety

· a substantial and specific danger to the environment
· maladministration that adversely affects a person’s interests in a substantial and specific way
· a substantial misuse of public resources
· a substantial and specific danger to public health or safety
· reprisal because of a belief that a person has made, or intends to make a disclosure

A PID must be made to the “proper authority” to receive disclosures of the type being made. The CCC 
is the proper authority for complaints about commission officers. 

If a disclosure is both a PID and suspected  improper  conduct,  it  will  be  managed  in  accordance 
with  both  this policy  and  the Public Interest Disclosures Against Commission Officers (policy and 
procedure). 

6. Procedure
The procedure prioritises the assessment of improper conduct as a first step in dealing with a 
complaint of any kind against a commission officer. Once an assessment has been made as to whether 
the conduct involves improper conduct, the complaint may then be dealt with through the appropriate 
channel. 

6.1 Initial assessment 
6.1.1 Step 1 – Improper conduct assessment 

A commission  officer receiving a complaint by whatever means must first consider whether the 
complaint raises a suspicion of improper conduct. 

Per the Protocols for reporting suspected improper conduct of officers of the CCC (‘the Protocol’) if a 
commission officer suspects the possible improper conduct of a commission officer, they must notify 
the CEO immediately (unless the suspected improper conduct involves the CEO, deputy chairperson 
or chairperson – see s329(1)). 

A report of improper conduct must be made by completing the Suspected Improper Conduct 
Notification Report and emailing that to the Improper Conduct mailbox at: 
ImproperConductNotificationReport@ccc.qld.gov.au  



OFFICIAL  •  FOR INTERNAL USE ONLY 

SEPTEMBER 2021 COMPLAINTS AGAINST COMMISSION OFFICERS POLICY AND PROCEDURE  7 

The notifier (generally the CEO) will in the first instance consider whether they hold a suspicion of 
improper conduct. If the notifier considers that they do hold a suspicion of improper conduct, then 
they will deal with it in accordance with the Protocol. 

(A commission officer who suspects that they may have engaged in improper conduct may also self-
report. This is also dealt with under the Protocol. As it does not involve a ‘complaint’, it is not dealt 
with further under this policy.) 
6.1.2 Suspicion 

‘Suspicion’ in its ordinary meaning is a state of conjecture or surmise where proof is lacking: “I suspect 
but I cannot prove.” The facts which can reasonably ground a suspicion may be less than would 
reasonably to ground a belief, but some factual basis for the suspicion must be shown. 

A suspicion that something exists is more than a mere idle wondering whether it exists or not; it is a 
positive feeling of actual apprehension or mistrust, amounting to “a slight opinion, but without 
sufficient evidence”. Consequently, a reason to suspect that a fact exists is more than a reason to 
consider or look into the possibility of its existence. 

6.1.3 Step 2 – Dealing with matters other than Improper Conduct 

If the notifier considers that the complaint does not give rise to a suspicion of improper conduct, then 
the matter will be referred to the relevant officer to deal with as a customer service complaint or 
workplace complaint. 

In some cases, a complaint may involve suspected improper conduct as well as matters which do not 
amount to improper conduct, but which are also the subject of a complaint. In that case the s329 
process will be engaged in relation to the suspected improper conduct notification, and the balance of 
the complaint will be dealt with as a customer service complaint or workplace complaint, either 
alongside, or after, the improper conduct matter. 

Example – A complainant may allege that a commission  officer was rude in how they spoke 
with them, and that they also decided a matter adversely to that person because of bias against 
them due to their gender. 

The complaint must be notified to the CEO as it may raise a suspicion of improper conduct. 

Speaking rudely to the person may amount to a breach of the Code of Conduct. As a 
consequence, it is notified to the CEO as a breach of policy. The CEO listens to the recording of 
the call and considers that any rudeness was of a ‘minor or trivial nature’ and refers the matter 
back as a customer service complaint. 

The allegation that the decision maker acted adversely to the person’s interests by reason of 
the person’s gender could amount to exercising a power in a way that is an abuse of power. It 
may also be a breach of the person’s human rights. 

The CEO may notify the Parliamentary Committee of the suspected improper conduct. The CEO 
may choose to refer the allegation that the commission officer spoke rudely to the complainant 
to the officer’s manager to deal with this aspect of the allegation as a customer service 
complaint. 
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If a complaint does not raise a suspicion of improper conduct (that is, it does not involve a breach of a 
policy or procedure, or otherwise amount to improper conduct), then the matter should be dealt with 
as a Workplace Complaint or a Customer Service Complaint. 

If at any point the person dealing with the complaint forms the view that the complaint gives rise to a 
suspicion of Improper Conduct, then it must be reported to the notifier. 

6.2 Improper conduct 

If the notifier assesses that a complaint involves suspected improper conduct, the notifier will notify 
the matter to the PCCC consistently with the Protocol. 

Each of the following may be a Notifier: 
1. If the improper conduct is that of a Commissioner, then the Notifier is the Chairperson;
2. If the improper conduct is that of the Chairperson, then the Notifier is the Deputy

Chairperson;
3. If the improper conduct is by a commission officer, other than in (1) and (2) above, then

the Notifier is the Chief Executive Officer.

Commission officers have an obligation to report suspected improper conduct. Failure to report 
suspected improper conduct may itself amount to improper conduct. 

Most commonly, suspected improper conduct will involve a suspicion of noncompliance with a policy 
or procedural guideline set by the commission, whether inadvertently or deliberately, that is not of a 
minor or trivial nature. 

It is not for the commission officer to determine whether suspected noncompliance is minor or trivial 
– that is to be determined by the notifier.

Reporting to the notifier can be undertaken by completing the Suspected Improper Conduct 
Notification Report (The Notification Report) and emailing the Notification Report to “Improper 
Conduct Notification Report”.  

The notifier will assess whether there is a basis to suspect improper conduct. If they consider an 
allegation is without foundation, no further action will be taken. 

Example – a litigant in proceedings against the CCC may allege that a CCC lawyer committed 
perjury in the proceedings. The notifier may consider that the allegation is without foundation 
as the lawyer did not give evidence, and records of the proceeding demonstrate that there was 
no impropriety in any submissions/representations made. In those circumstances the notifier 
may conclude that the allegation is without foundation. 

If the notifier considers a report of suspected improper conduct and concludes that the matter (or a 
part of the matter) is not improper conduct, then that matter will be dealt with either as a Workplace 
Complaint or a Customer Service Complaint (depending on the source of the complaint). 

6.2.1 Timeframes 

All matters should be dealt with as soon as reasonably practicable, as notifications of suspected 
improper conduct require consideration by the PCCC. 

6.2.2 Review 

A decision to notify a matter to the PCCC, nor actions taken as a result of any recommendation by the 
PCCC are not matters which may be reviewed internally. 
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6.2.3 Records 

Records in relation to improper conduct notifications are in accordance with the Protocol, and are 
managed by the Office of the Commission. 

6.2.4 Reporting 

Reporting obligations in relation to improper conduct notifications are managed by the Office of the 
Commission. 

6.3 Workplace Complaints 
A workplace complaint should be raised with the commission officer’s manager. Where the complaint 
is about the commission officer’s manager, the complaint should be made to their manager’s 
supervisor. 
A concern about the CEO or a Commissioner is to be raised with the Chairperson. A concern about the 
Chairperson is to be raised with the Deputy Chairperson. 

6.3.1 Informal resolution 
In the first instance, the commission officer should seek to address the issue with the officer directly, 
and attempt to resolve the complaint locally and informally. 

In some cases, the officer may not feel comfortable raising the issue with the subject officer directly. 
In those circumstances the complainant should raise the matter with their manager, who can assist to 
facilitate informal resolution of the complaint if appropriate. 

6.3.2 Manager’s responsibilities 
A manager approached by a commission officer raising a workplace complaint has the discretion to 
deal with the matter in any way that is consistent with the CCC’s workplace complaints management 
principles (unless the complaint involves suspected improper conduct). 

6.3.3 Formal resolution of workplace complaints 
Where an attempt to resolve the workplace complaint informally is unsuccessful, or where it is not 
appropriate to resolve the complaint locally and informally (due to a conflict or other circumstance), 
the commission officer lodging the complaint (or the receiving officer) can proceed to a formal 
resolution process. 

A workplace complaint cannot be lodged under the formal resolution process: 
a) unless the lodging officer has made a reasonable effort to have the matter resolved
informally
b) if it concerns an action or omission that is currently the subject of another formal workplace
complaint or review process, or relates substantially to a matter that has been the subject of
a previous workplace complaint
c) if it is about a decision to discipline the commission officer lodging the complaint (unless the
commission officer alleges that the disciplinary action is a reprisal under the Public Interest
Disclosure Act 2010, in which case it should be dealt with in accordance with the CCC’s policy
and procedure on PIDs)
d) if it is about a decision for the lodging officer to retire on the grounds of ill health
e) if the matter has been lodged under an industrial determination
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f) unless the basis for the complaint is sufficiently articulated by the commission officer lodging 
the complaint. The receiving officer may choose to refuse to deal with the complaint until the
officer lodging the complaint has reduced the complaint to writing, providing sufficient
information to enable the complaint to be assessed and addressed. This will include the
grounds for the complaint, and may also include the outcome the officer is seeking, and details
regarding the attempts the officer has made to resolve the workplace complaint informally (if
relevant).

6.3.4 Receiving officer’s responsibilities 
On receipt of a workplace complaint that is to be managed through a formal resolution process, the 
receiving officer must notify the relevant Divisional Head. If the workplace complaint relates to the 
Divisional Head, the receiving officer must notify the CEO. 
In considering a workplace complaint, the receiving officer must have regard to the following: 

a) whether the requirements for lodging a workplace complaint have been met
b) the nature of the subject matter of the workplace complaint
c) the workplace complaint management principles set out in this policy
d) the law, and relevant CCC policies and procedures.

In particular, the receiving officer must comply with the requirements of the Act and the Public Interest 
Disclosure Act 2010. 

A receiving officer may determine that an alternative manager is better placed to resolve the 
workplace complaint. This may be warranted in circumstances including, but not limited to: 

· the receiving officer identifying an actual, apparent or potential conflict of interest that may
negatively impact their ability to fairly resolve the workplace complaint

· the receiving officer being unable to resolve the workplace complaint in a reasonable
timeframe (e.g. due to impending leave)

· the circumstances or nature of the workplace complaint meaning that the receiving officer can
identify another commission officer who is better placed to resolve the workplace complaint.

Any change to the receiving officer of a workplace complaint (who will manage the resolution process) 
should be agreed with the relevant Divisional Head or CEO, and communicated to the lodging officer. 

6.3.5 Maintaining normal duties 
Subject to any legislative requirements, while the workplace complaint management and resolution 
action is underway, normal work will continue as if the workplace complaint had not been lodged, 
unless: 

· there is a genuine health and safety issue
· to do so could create a substantial financial or legal liability for the CCC.

6.3.6 Outcome of a workplace complaint 
A workplace complaint will be considered to be finalised when any one of the following outcomes has 
been achieved: 

· the desired outcome of the lodging officer has been achieved
· mediation has taken place and both parties are satisfied with the outcome of the mediation

process
· the receiving officer has determined that the workplace complaint is either unsubstantiated

or is incapable of resolution
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· the receiving officer has found that the workplace complaint is substantiated and appropriate
remedial action is to be taken.

After a decision has been made about a workplace complaint, the receiving officer must provide 
written advice to the lodging officer. 

6.3.7 Miscellaneous matters 
At any time before a decision is made on a workplace complaint, a party to the workplace complaint 
may request information about the progress made to resolve the complaint. The receiving officer must 
provide this information within seven business days, unless the request is regarded by the CCC 
as unreasonable, or the provision of the information would prejudice the satisfactory resolution of the 
workplace complaint. 

Two or more workplace complaints lodged by the same commission officer about related matters, or 
workplace complaints from more than one commission officer about related matters, may be dealt 
with as one workplace complaint. 

6.3.8 Advising workplace complainants 
At the completion of action taken to resolve a commission officer’s workplace complaint or request 
for review, the commission officer resolving the workplace complaint (receiving officer, reviewing 
officer) must provide a written decision to the commission officer and other relevant parties that 
outlines: 

· the action taken to manage the workplace complaint and the outcome of this action
· the reasons for the decision, or the decision to take no action
· any action that will be taken, or is proposed to be taken, as a result of the decision.

6.3.9Rights of individuals 
In addition to the overarching principles that govern workplace complaints management, commission 
officers who are the subject of workplace complaints are entitled to: 

· be informed of the allegations made against them
· make a response to the complaint
· have the matter dealt with by the receiving officer or other impartial person
· have access to support or assistance from Human Resources, a Peer Support Officer, and the
employee assistance provider
· receive advice from their legal representative or any other person
· be advised of an indicative timeframe for a decision to be made.

Any commission officer involved in the process of resolving workplace complaints must maintain 
confidentiality throughout and only disclose information to those parties involved in the resolution 
process, as and when required. 

6.3.10 Support and representation 
During the management and resolution of a workplace complaint, either the commission officer 
making the workplace complaint or the commission officer/s complained about may use the services 
of a trade union, industrial organisation or other support person in an advisory capacity. 
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However, a manager or receiving officer may exclude a representative, advisor or support person from 
any stage of the management or resolution process having regard to the degree of confidentiality 
attaching to material held by the CCC which may be relevant to the workplace complaint. 

6.4 Review 
A commission officer who is a party to a formal workplace complaint (other than a witness) may 
request in writing a review by the CEO within 14 calendar days of receiving the receiving officer’s 
decision, provided that the CEO is not the subject of the workplace complaint, the original decision 
maker or the receiving officer. The commission officer must state: 

1. the reasons for dissatisfaction with the decision made through the formal resolution
process, and
2. the action the commission officer believes would resolve the workplace complaint.

The CEO may choose any independent commission officer to review the matter. The purpose of the 
review is to determine whether the receiving officer’s decision was fair and reasonable in the 
circumstances. The reviewing officer may: 

· confirm or reject the findings or decision of the receiving officer
· remit the matter to the receiving officer or to another commission officer not involved in the

workplace complaint for further investigation
· take such other action as necessary.

A decision about the review of the receiving officer’s decision should be made as soon as possible and 
within 14 calendar days of receipt of a written request from a commission officer for review. This 
applies unless: 

· the timeframe has been extended by mutual agreement between the parties (a party to the
workplace complaint is not to unreasonably withhold their agreement), or

· the reviewing officer can demonstrate that reasonable attempts have been made to progress
the commission officer’s workplace complaint.

After a decision has been made about a request for a review, the reviewing officer must provide 
written advice to the lodging officer. 

6.4.1 Exclusions to the review process 
Workplace complaints against the CEO, Chairperson, Deputy Chairperson or Ordinary Commissioners 
cannot be the subject of an internal review. However, the parties may have recourse to another entity 
(for example, the Parliamentary Crime and Corruption Committee, the Anti-Discrimination 
Commission, the Queensland Ombudsman) and advice may be sought from the Director, Human 
Resources. 

6.5 Timeframe 
Generally, a commission officer’s concern should be resolved as soon as possible, but an informal 
complaint must be resolved within 10 business days of receipt of the complaint, unless the timeframe 
has been extended by mutual agreement between the parties (a party to the workplace complaint is 
not to unreasonably withhold their agreement). 

Action to resolve a workplace complaint through the formal resolution process should be completed 
within 28 calendar days of lodgement, unless the timeframe has been extended by mutual agreement 
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between the parties to the workplace complaint (a party to the complaint is not to unreasonably 
withhold their agreement). 

As noted above, a decision on a review must be made within 14 calendar days, subject to the 
exceptions set out above. 

6.6 Records 
If the complaint is resolved locally and informally then the manager should ensure that an appropriate 
record is kept of any actions taken and any agreement reached to deal with the complaint and that 
this record is stored in an appropriate Content Manager container. 
For a formal complaint process, the receiving officer must ensure that all documentation relating to a 
workplace complaint made under this policy is referred to HR at the conclusion of the matter. 

7. Customer Service Complaints

7.1 Receipt of service delivery complaints 
The CCC will publish information about how to lodge a service delivery complaint on its website. 
Complaints, including anonymous complaints, may be received: 

• by phone
• by email
• in writing via the online Contact form or by way of the Service delivery complaint form.

Complaints may also be referred to the CCC by the PCCC 

7.2 Complaints in the course of other processes or proceedings 
As set out above, in some cases allegations may be raised by persons involved in litigation against the 
CCC, or in administrative reviews of CCC decisions. Where such allegations are raised, they will be 
reported and assessed by the CEO to consider whether they give rise to a suspicion of improper 
conduct. If they do not, they are to be regarded as Customer Service Complaints. However, such 
matters do not require correspondence with the complainant or a formal response under this policy, 
unless: 

a) Specifically requested by the complainant; or
b) The Executive Manager considers that there is substance in the complaint which should be

addressed with the complainant

In either case, the Executive Manager must consult with the area responsible for dealing with the 
substantive proceedings (generally Litigation or Corporate Legal), who will consider whether any 
correspondence with the complainant may prejudice the proceedings. In that case, the ELT member 
responsible for providing instructions in the substantive proceedings will determine whether a 
response should be provided. If the complaint relates to the conduct or actions of the ELT member 
responsible for providing instructions, the decision will be escalated to the Chairperson. 

7.3 Classifying the complaint 
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Customer service complaints should be classified as either ‘straightforward’, ‘serious’ or 
‘unreasonable’. 

7.3.1 Straightforward complaints 

If the complaint is made directly to the subject officer, that officer should attempt to resolve it 
informally with the complainant at the time of the complaint, or within two business days if it cannot 
be resolved immediately. 
The complaint should be referred to the subject officer’s supervisor if: 

• the complainant requests that someone else deal with the complaint
• the subject officer feels unable to deal with the complaint fairly
• the problem is outside the authority or area of expertise of the subject officer
• the complaint is from a public sector agency or a Member of Parliament
• the complainant is still dissatisfied after attempts to resolve the complaint informally.

If the complaint is made to another commission officer, that officer should refer it to the subject officer 
in the first instance. 

If a straightforward complaint is resolved satisfactorily, details should be forwarded to the subject 
officer’s supervisor for recording in the business area complaints register as ‘no further action 
required’.  

So as to avoid unnecessary delay and bureaucracy, the receiving officer should nevertheless seek to 
resolve a straightforward complaint directly in the first instance if that is possible.  

7.3.2 Serious complaints 

Serious complaints are to be immediately referred to the subject officer’s manager, regardless of 
whether they are received by the subject officer or another commission officer. 

The manager is to: 
• consider responding to the complainant informally by phone in the first instance, and

confirming the discussion in writing
• acknowledge the complaint in writing within two business days of receipt
• seek advice from their Senior Executive Officer/General Manager/Executive Director/Director,

if required
• review or investigate the matters raised in the complaint
• provide a written response to the complainant, addressing the issues raised and advising of

the outcome of the complaint, within 10 business days of receipt. If any delay in meeting this
time frame is expected, the complainant should be advised.

If the supervisor considers that the complaint raises a reasonable suspicion of improper conduct, it 
must be referred immediately to the Chief Executive Officer for appropriate action under the Protocol. 

Serious complaints must be formally recorded in the business area complaints register, including 
details of any action or resolution. 

7.3.3 Unreasonable complaints 
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The CCC may refuse to investigate a complaint if it is considered to be vexatious, trivial, unreasonable, 
misleading or untrue, or where the complainant refuses to cooperate with the CCC’s efforts to 
investigate. If such a complaint is refused, the complainant must be advised in writing, including 
reasons for the refusal.  

An assessment as to whether a complaint is to be refused on this basis is to be made by a decision-
maker at an Executive Director level or above, in the subject officer’s line of reporting. 

An officer receiving a complaint about their own conduct, which they consider to be vexatious, trivial, 
unreasonable, misleading, or untrue, should nevertheless refer it to their manager to escalate to an 
appropriate decision-maker. It is not for the subject officer of the complaint to make a determination 
about whether their own conduct was improper, or whether an allegation about their conduct is true 
or untrue. If the officer believes the allegation to be untrue or without foundation, that should be set 
out in the report, including the reasons as to why. 

7.4 Outcome of complaint 
Possible outcomes of a service delivery complaint include: 

• an apology where it is found that the subject officer was at fault
• an explanation of the reasons for any decision or action
• remedial action
• expediting the work on a matter that has been subject to delay
• training for the subject officer
• referral to the CEO for consideration of disciplinary action under the Discipline Policy and

Procedure
• no further action (e.g. complaint unsubstantiated).

A complainant may withdraw their complaint at any time, preferably in writing; however, the CCC may 
still investigate or take action, depending on the nature of the issue and the possibility of it recurring. 

7.5 Timeframes 
A written response is to be provided to the complainant within 10 business days of receipt. If there is 
to be any delay in meeting this timeframe, the complainant is to be advised. Delay in meeting this 
timeframe does not amount to improper conduct, but unreasonable or unexplained delays may be. 

7.6 Review of complaint decision 
Where a complaint cannot be resolved, or where the complainant advises that they are dissatisfied 
with the decision made and requests a review, the complaint should be referred to the General 
Manager, Corporate Services. The General Manager, Corporate Services may undertake a review of 
the complaint, or ask an Executive Manager to conduct the review.  
The General Manager, Corporate Services may refer the complaint to a delegate other than an 
Executive Manager if it is deemed for reasons of seniority or sensitivity that an Executive Manager is 
not appropriate to deal with the complaint. If a delegate is determined to be a more appropriate choice 
than an Executive Manager, the General Manager, Corporate Services is to record the reasons on the 
complaint file for allocating the complaint to a delegate. 

The review officer must: 
• have the appropriate authority to consider the review
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• be senior to the officer who made the original decision about the complaint
• not have been directly involved in the original complaint process.

Where the complainant has requested the review, the review officer must ensure an 
acknowledgement letter is forwarded to the complainant within 10 business days of receipt of the 
review request. 

The review officer may seek information or advice from any source, including the complainant, and 
should ensure the subject officer is provided with an opportunity to provide their version of events.  

The review officer is to prepare a written report on the outcome of the review, including findings and 
recommendations, and advise the complainant in writing of the review decision. 

7.7 Recordkeeping 
Each business unit must ensure complaint records are created and maintained in accordance with the 
CCC’s Records management framework. This includes any correspondence, forms and investigation 
notes. 

7.7.1 Complaints registers 

The CCC has a centralised recording system for customer service complaints on a complaints register, 
located on the dGRC.  

All external complaints within the scope of this policy and procedure are to be recorded on the 
Customer Service Complaints register, using the form in the dGRC. In each division, the Executive 
Assistant to the relevant ELT member and other approved delegates have access to the Customer 
service complaints register on the dGRC to input complaints information. 

Complaints information is to be entered into the dGRC form once the complaint has been resolved. As 
this register informs our internal and external reporting, it is crucial that business areas ensure that 
the dGRC is accurate. 

The office of the Chief Executive Officer maintains a register of all complaints referred by the PCCC. 

The register will include the following information: 

• date the complaint was received
• name of complainant (if known)
• type of complaint (including Human Rights complaints)
• investigating officer and business unit
• outcome of complaint
• any action recommended to address systemic issues
• whether the client was satisfied with the outcome, or whether a review was requested
• finalisation date.

8. Reporting requirements

8.1 External reporting 

8.1.1 s.219A Customer complaints reporting 

Risk and Compliance will arrange the publication of customer complaints information for each financial 
year according to section 219A of the Public Service Act 2008: 
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• the number of customer complaints made to it during the previous financial year
• the number of those complaints resulting in further action
• the number of those complaints resulting in no further action.
Once collated, this information is to be approved by the General Manager Corporate Services prior to 
the publication of the statistics by 30 September each year. 

9. Human Rights Complaints
Every complaint against a Commission officer, whether a Workplace Complaint, a Customer Service 
Complaint, or an Improper Conduct Notification, should be assessed to consider whether the 
complaint alleges a breach of human rights. A complaint does not need to expressly allege a breach of 
human rights to be regarded as a Human Rights Complaint. A complaint may be a Human Rights 
Complaint because the conduct alleged against the commission officer implies a breach of human 
rights.  

The CCC must deal with human rights complaints against commission officers. Human rights 
complaints may include complaints made by a commission officer alleging that a decision or action by 
the CCC is in breach of one or more of their human rights, or complaints against a commission officer 
alleging that an officer’s conduct breaches a person’s human rights. 

A breach of human rights may amount to noncompliance with the Human rights policy and procedure 
and thus may amount to improper conduct (s329(4)(g) of the CC Act). It should be reported to the 
notifier accordingly. 

If the notifier assesses that the human rights complaint is of a minor or trivial nature, it is to be dealt 
with as either a Workplace Complaint, or a Customer Service Complaint. 

9.1 Timeframes for Human Rights Complaints 
The HR Act provides that a person may make a Human Rights Complaint to the Human Rights 
Commissioner if the agency has not dealt with the complaint within 45 business days, or provided an 
inadequate response. The person may also make a complaint to the Commissioner sooner in 
exceptional circumstances (See s65 HR Act).  

Complaints which give rise to a suspicion of improper conduct will be notified to the PCCC. The PCCC 
is not bound by timeframes to respond to a complaint. However, the time taken by the PCCC to 
respond may reduce the time available to the CCC to meet the 45-day deadline. 

If the 45-day deadline is not met, the Commissioner may nevertheless defer dealing with the complaint 
if the Commissioner considers there is a more appropriate course of action under another law to deal 
with the complaint, or considers that the complaint has been appropriately dealt with by another 
entity. 

If the complaint is dealt with as a Workplace Complaint or a Customer Service Complaint, compliance 
with the timeframes for dealing with these types of complaints will ensure that the complaints are 
dealt with within the timeframe required by the Human Rights Act. 

9.2 Dealing with Human Rights Complaints 



OFFICIAL  •  FOR INTERNAL USE ONLY 

SEPTEMBER 2021 COMPLAINTS AGAINST COMMISSION OFFICERS POLICY AND PROCEDURE  18 

Whether a complaint is a Workplace Complaint, Customer Service Complaint, or a Notification of 
Improper Conduct, any breach of human rights must be considered and dealt with in dealing with the 
complaint. 

Any formal reasons for decision in relation to a complaint which includes a Human Rights Complaint 
should expressly refer to any human rights alleged to have been breached or considered in the course 
of considering the complaint. 

9.3 Annual reporting  
The CCC must include the following information in its annual report (per s97 of the Human Rights Act): 

• details of any actions taken during the reporting period to further the objects of the HR Act;
• details of any human rights complaints, including: the number of complaints received; the
outcome of the complaints; any other information prescribed by regulation relating to the
complaints; and
• details of any review of policies, programs, procedures, practices or services undertaken in
relation to ensuring compatibility with human rights.

9.3.1 Human rights complaints 

Risk and Compliance will collate and provide data from the CCC’s customer service complaints register 
(on the dGRC) regarding human rights complaints in accordance with section 97(2)(b) of the HR Act for 
inclusion in the agency’s annual report and as otherwise required. This includes: 

• the number of human rights complaints received by the CCC
• the outcome of complaints
• any other information prescribed by regulation.
The minimum annual reporting requirements are set out in the Annual Report Requirements for 
Queensland Government agencies published by the Department of the Premier and Cabinet. 

10. Review triggers

This policy and procedure will be reviewed three years from the date of approval, unless changes in 
legislation or government policy affecting its operation occur before the three-year period has expired. 
This policy will remain in effect until updated, superseded or declared obsolete. 

11. Metadata

Responsible officer: Executive Director, Legal, 
Risk and Compliance Accountable officer: CEO 

Date approved: 13 September 2021 Review date: 13 September 2024 

Category: Operational 
Human rights 
compatibility review 
eDRMS reference: 

21/203443 
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Introduction 

1. Section 329 of the Crime and Corruption Act 2001 (Qld) (the Act) provides that all conduct of Crime and
Corruption Commission (CCC) officers, including the Chairperson, Commissioners, Chief Executive Officer and
other Commission Officers which a notifier suspects involves, or may involve, improper conduct must be notified
to the Parliamentary Crime and Corruption Committee (PCCC) and the Parliamentary Crime and Corruption
Commissioner (Parliamentary Commissioner). The appropriate notifier (the notifier) is:

• if the improper conduct is that of a Commissioner other than the Chairperson – the Chairperson

• if the improper conduct is that of the Chief Executive Officer – the Chairperson

• if the improper conduct is that of the Chairperson – the Deputy Chairperson

• if the improper conduct is that of a commission officer or a former commission officer – the Chief Executive
Officer.

2. These protocols outline:

• the steps to be taken by a commission officer and/or notifier who suspects that a commission officer’s
conduct involves, or may involve, improper conduct (suspected improper conduct)

• how to notify the PCCC and Parliamentary Commissioner of suspected improper conduct

• the actions that may be taken in relation to suspected improper conduct

• details about Parliamentary Commissioner initiated investigations, and

• record keeping requirements.

3. The protocols are not to be relied upon in the absence of the Act. In circumstances of conflict or ambiguity
between the protocols and the Act, the Act prevails.

4. These protocols have been agreed by the PCCC, the Parliamentary Commissioner and the CCC.

Definitions 

5. The term commission officer has the meaning given in Schedule 2 of the Act and includes a former commission
officer.

6. The term former commission officer has the meaning given in Schedule 2 of the Act, i.e. a person who was but
is no longer a commission officer under the Act.

7. The term improper conduct is defined at s.329(4) of the Act.
8. The term information means a complaint, information or matter.

Procedure 

9. This procedure is to be followed upon receipt of information involving the possible improper conduct of a
commission officer.

Receipt and notification of information of suspected improper conduct 
10. A commission officer must, as soon as practicable, inform the specified notifier of any information involving

the possible improper conduct of a commission officer.

11. The notifier must assess the information, as soon as practicable, to determine whether the notifier suspects
the conduct of a commission officer involves, or may involve, improper conduct.

12. A notifier may seek advice on whether it is suspected that the conduct involves, or may involve, improper
conduct.
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13. If the notifier suspects that the conduct of a commission officer involves, or may involve, improper conduct, the
notifier must notify the PCCC and Parliamentary Commissioner of the conduct, in writing, as soon as practicable.

14. When notifying the PCCC and Parliamentary Commissioner, the notifier must:

• provide sufficient information, including, but not limited to, background and contextual information and
an assessment of the potential impact of the suspected improper conduct, to enable the PCCC and
Parliamentary Commissioner to discharge their functions under the Act

• advise of any managerial action that has been, or is proposed to be, taken against the commission officer
in accordance with paragraph 16 of these protocols

• advise of any steps which have been, or are proposed to be, taken in order to preserve or obtain evidence,
not otherwise obtainable without immediate action or to preserve the integrity of the CCC’s operations, and

• recommend a course of action in respect of dealing with the suspected improper conduct or if no further
action is recommended, advise the PCCC and Parliamentary Commissioner accordingly.

Taking action in relation to suspected improper conduct 
15. Subject to paragraph 16, no further action shall be taken in respect of suspected improper conduct, except for

the action to preserve evidence or to obtain evidence otherwise not obtainable without immediate action or to
preserve the integrity of the CCC’s operations, until a response is received from the PCCC and Parliamentary
Commissioner to the written advice from the CCC recommending what action, if any, should be taken.

16. The notifier may cause managerial action to be taken in respect of suspected improper conduct, prior to
notifying, or receiving a response from, the PCCC and Parliamentary Commissioner, if the notifier considers that
the    suspected    improper    conduct    relates    only    to    improper    conduct    defined    at s.329(4)(d) to (h)
of the Act.

17. In deciding whether to take action in respect of suspected improper conduct, the PCCC and Parliamentary
Commissioner may consider any submissions made by the notifier in relation to:

• whether the CCC needs to take immediate action to secure evidence or to ensure the integrity of its
operations

• the CCC’s recommended course of action in respect of dealing with the matter

• the respective investigative resources and facilities of the PCCC, Parliamentary Commissioner and CCC

• whether the nature of the suspected improper conduct requires the investigation to be carried out
independently of the CCC, and

• any other relevant matter.

18. Under s.295(2) of the Act, the PCCC may, with bipartisan support:

• ask the CCC to provide a report on the matter to the PCCC

• ask the CCC to investigate and provide a report on the matter to the PCCC

• ask the Queensland Police Service or another law enforcement agency to investigate and report to the
PCCC

• ask the Parliamentary Commissioner to investigate and provide a report to the PCCC

• refer the matter to the Director of Public Prosecutions, and

• take other action it considers appropriate.

19. If the PCCC requests the CCC to undertake an investigation of suspected improper conduct, or any part of an
investigation, the PCCC may request the CCC to furnish reports of the investigation in such terms and at such
intervals as are reasonably necessary.

20. Upon the conclusion of an investigation of suspected improper conduct notified to the PCCC and Parliamentary
Commissioner, the notifier will advise the PCCC and Parliamentary Commissioner of the investigative findings
and any preliminary recommendations, prior to any action being undertaken.
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21. Although neither the PCCC nor the Parliamentary Commissioner may direct the CCC with respect to the
management or discipline of commission officers, consideration should be given by the CCC to
recommendations made by the PCCC and Parliamentary Commissioner.

Conduct of a commission officer prior to employment at the CCC 
22. If a notifier receives information about the possible improper conduct of a commission officer prior to becoming

a commission officer, including in a private capacity, the notifier must:

• assess the information, and

• if the notifier suspects that the conduct involves, or may involve, improper conduct which could potentially
reflect seriously and adversely on the CCC, notify the PCCC and Parliamentary Commissioner in accordance
with paragraphs 13 and 14 of these protocols.

Parliamentary Commissioner initiated investigations 

23. Under s.314(4) of the Act, the Parliamentary Commissioner may, on his or her own initiative, investigate a
matter notified under s.329 of the Act, if:

(a) the matter relates to conduct of a commission officer that involves or may involve corrupt conduct; and

(b) the Parliamentary Commissioner is satisfied, on reasonable grounds that:

(i) the CCC has not adequately dealt with the matter, or

(ii) the CCC may not adequately deal with the matter, or

(iii) it is in the public interest.

24. The Parliamentary Commissioner may conduct a preliminary assessment of a matter to decide whether
(a) and (b) above are satisfied.

25. If the Parliamentary Commissioner decides to conduct a preliminary assessment or investigate a matter, the
Parliamentary Commissioner may, by giving written notice to the Chairperson, require a commission officer to
produce, or allow access to, all records, files and other documents in the CCC’s possession and/or give the
Parliamentary Commissioner all reasonable help in connection with the Parliamentary Commissioner
performing his or her functions.

26. A person required to do something by a written notice from the Parliamentary Commissioner to the Chairperson
must comply with the requirement.

Record keeping and register 

27. The CCC will keep in its electronic complaints management system a record of the following information:

• a summary of the information received by the notifier

• the date the information was received by the notifier

• the date of, and a summary of the nature of, any investigative steps which have been, are being, or are
proposed to be taken in order to preserve evidence or to obtain evidence not otherwise obtainable without
immediate action or to preserve the integrity of the CCC’s operations

• the date the information was referred by the notifier for advice and to whom it was referred

• the date the sought advice was received by the notifier

• the outcome of the assessment by the notifier and brief reasons for this assessment

• details of any managerial action taken in respect of suspected improper conduct prior to notifying, or
receiving a response, from the PCCC and Parliamentary Commissioner

• the date the PCCC and Parliamentary Commissioner were notified of the suspected improper conduct by
the notifier under s.329 of the Act
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• the date, if relevant, the PCCC or Parliamentary Commissioner requested the assistance of the notifier or
the CCC

• any use by the CCC of coercive statutory powers in relation to the investigation of the suspected improper
conduct

• the date and summary of the nature of any request to the CCC by the PCCC or Parliamentary
Commissioner in relation to the investigation of the suspected improper conduct

• a summary of any advice provided to the PCCC or Parliamentary Commissioner throughout the
investigation, and

• the outcome of the investigation.

28. The CCC’s records will include details of any information involving possible improper conduct by a commission
officer in relation to which the notifier did not form the requisite suspicion under s.329 of the Act.

29. This record is to be available for inspection by the PCCC or Parliamentary Commissioner, or a person appointed,
engaged or assigned to help the PCCC or Parliamentary Commissioner.

30. The CCC will provide the PCCC and Parliamentary Commissioner with a register of the information in paragraphs
27 and 28 at regular intervals. In normal circumstances this register will be provided 14 days before the
meetings between the CCC and PCCC and be supplied separately from the papers supplied for the meetings
between the CCC and PCCC.

31. The term coercive statutory powers includes the following powers obtained under the Act, the Police Powers
and Responsibilities Act 2000 (Qld) or any other Act:

• a notice to furnish a statement

• a notice to produce records and things

• a notice to attend a hearing

• a warrant to enter, search and seize

• a search warrant

• an authority to search a person, and

• an application for a surveillance device warrant.
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Public interest disclosures against 
commission officers (policy and 
procedure) 

Objective 

The Crime and Corruption Commission (CCC) is committed to fostering an ethical, transparent 
culture. In pursuit of this, the CCC encourages disclosure of wrongdoing by commission officers. The 
CCC will provide support to commission officers or others who make public interest disclosures 
about commission officers.  

This policy and procedure demonstrates this commitment, and ensures that practical and effective 
procedures are implemented which comply with the requirements of the Public Interest Disclosure 
Act 2010 (PID Act).   

Application 

The policy and procedure applies to anyone, including commission officers, wishing to make a public 
interest disclosure about a commission officer.  

Relevant legislation 
Crime and Corruption Act 2001 (CC Act) 
Ombudsman Act 2001  
Public Interest Disclosure Act 2010 (PID Act) 
Public Records Act 2002  
Public Sector Ethics Act 1994 

Definitions 

Term Definition 
Administrative action As defined in schedule 4 of the PID Act. 
Confidential 
information 

As defined in section 65 of the PID Act. 

Corrupt conduct As defined in section 15 of the CC Act. 
Detriment As defined in schedule 4 of the PID Act. 
Disability As defined in section 11 of the Disability Services Act 2006. 
Discloser A person who makes a disclosure in accordance with the PID Act. 
Improper conduct As defined in section 329 of the CC Act. 
Investigation Any enquiry undertaken to establish whether the information provided in a 

PID can be substantiated, including a review or audit.  
Maladministration As defined in schedule 4 of the PID Act. 
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Natural justice Natural justice, also referred to as ‘procedural fairness’, applies to any 
decision that can affect the rights, interests or expectations of individuals in 
a direct or immediate way. The rules of natural justice ensure that decision-
making: 
• is fair and reasonable
• avoids bias
• gives a fair hearing
• only acts on the basis of logically probative evidence.

Proper authority A person or organisation that is authorised under the PID Act to receive 
disclosures.  

Public officer A public officer, of a public sector entity, is an employee, member or officer 
of the entity.  

Reasonable belief A view which is objectively fair or sensible. 
Reprisal As defined in schedule 4 of the PID Act. 
Subject officer An officer who is the subject of allegations of wrongdoing made in a 

disclosure.  
Substantial and 
specific  

Substantial means 'of a significant or considerable degree'. It must be more 
than trivial or minimal and have some weight or importance.  
Specific means ‘precise or particular’. This refers to conduct or detriment 
that is able to be identified or particularised as opposed to broad or general 
concerns or criticisms.  

Policy statement 

By complying with the PID Act, the CCC will: 
• promote the public interest by facilitating public interest disclosures (PIDs) of wrongdoing
• ensure that PIDs are properly assessed and, where appropriate, properly investigated and

dealt with
• ensure appropriate consideration is given to the interests of subject officers
• ensure protection from reprisal is afforded to disclosers.

Disclosers should be aware that the CCC has a legal obligation to refer disclosures containing possible 
improper conduct by a commission officer to the Parliamentary Crime and Corruption Committee 
(PCCC) and the Parliamentary Commissioner. 

PID Management Program 

The Chief Executive Officer (CEO) has overall responsibility for ensuring that the CCC develops, 
implements and maintains a PID management program.  The CCC’s PID management program 
encompasses:  

• commitment to encouraging the internal reporting of wrongdoing
• senior management endorsement of the value of PIDs and the proper management of PIDs
• a communication strategy to raise awareness among employees about PIDs and this

procedure
• a training strategy to give employees access to training about how to make a PID, information

on the support available to a discloser, and advice on how PIDs will be managed
• specialist training and awareness about PIDs for senior management and other staff who may

receive or manage PIDs, disclosers or workplace issues relating to PIDs
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• senior officers maintaining responsibility for issues relating to the management of PIDs
• ensuring effective systems and procedures are in place so that issues and outcomes from PIDs

inform improvements to service delivery, business processes and internal controls
• regular review of this procedure and evaluation of the effectiveness of the PID management

program.

Why make a PID? 

People who are prepared to speak up about wrongdoing can be the most important sources of 
information to identify and address problems in public sector administration. The CCC supports the 
disclosure of information about wrongdoing because:  

• implementing systems for reporting and dealing with wrongdoing contributes to the integrity
of the CCC

• the outcomes of PIDs can include improvements to systems that prevent fraud and other
economic loss to the CCC

• the community’s trust in public administration is strengthened by having strong processes in
place for reporting wrongdoing.

 When making a PID, the discloser receives protections provided under the PID Act, including: 
• confidentiality – the discloser’s name and other identifying information will be protected to

the extent possible
• protection against reprisal – the discloser is protected from unfair treatment by the CCC and

employees of the CCC as a result of making the PID
• immunity from liability – the discloser cannot be prosecuted for disclosing the information but 

is not exempt from action if they have engaged in wrongdoing
• protection from defamation – the discloser has a defence against an accusation of defamation

by any subject officer.

What is a PID about a commission officer? 

Under s.12 of the PID Act, any person can make a disclosure about a: 
• substantial and specific danger to the health or safety of a person with a disability
• the commission of an offence, or contravention of a condition imposed under a provision of

legislation mentioned in Schedule 2 of the PID Act, if the offence or contravention would be a
substantial and specific danger to the environment

• reprisal because of a belief that a person has made, or intends to make a disclosure.

Under s.13 of the PID Act, public sector officers (including commission officers) can also make a 
disclosure about the following public interest matters:  

• corrupt conduct (not relevant to commission officers, see point 1 below)
• maladministration that adversely affects a person’s interests in a substantial and specific way
• a substantial misuse of public resources
• a substantial and specific danger to public health or safety
• substantial and specific danger to the environment.

A discloser can have either a ‘reasonable belief’ that wrongdoing has occurred, or provide evidence 
which tends to show the wrongdoing has occurred.   

A disclosure amounts to a PID and is covered by the PID Act even if the: 
• discloser reports the information as part of their duties – such as an auditor reporting a fraud

or an occupational health and safety officer reporting a safety breach
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• disclosure is made anonymously – the discloser is not required to give their name or any
identifying information

• discloser has not identified the material as a PID – it is up to the CCC to assess information
received and decide if it is a PID

• disclosure is unsubstantiated following investigation – the discloser is protected when the
information they provide is assessed as a PID, whether or not it is subsequently investigated
or found to be substantiated.

Importantly, due to the CCC’s legislative provisions, PIDs about commission officers are different in 
three respects:  

• While the PID Act extends to reporting ‘corrupt conduct’, the conduct of a commission officer
generally cannot constitute corrupt conduct based on the provisions outlined in ss.15(1)(a)
and 20(2)(a) of the CC Act (CCC is not a unit of public administration for the purposes of the
definition of corrupt conduct).

• Due to the CCC’s secrecy provisions under s.213 of the CC Act, a commission officer cannot
disclose information obtained in the course of their duties, except in the limited circumstances
outlined within s.213(3). Therefore, commission officers acting in their official capacity must
not disclose information to other agencies or journalists.

• Under s.329 of the CC Act, suspected improper conduct by commission officers must be
reported to the PCCC and the Parliamentary Commissioner. If a disclosure is both a PID and
suspected improper conduct, it will be managed in accordance with both this policy and
Reporting improper conduct (procedure).

Procedure 

1. Making a PID

1.1. Who can a PID be disclosed to?

A PID must be made to the “proper authority” to receive disclosures of the type being made.  The 
CCC is the proper authority for complaints about commission officers.  

Disclosers are encouraged to make a PID to: 
• Email: ImproperConductNotificationReport@ccc.qld.gov.au
• Post: GPO Box 3123, Brisbane QLD 4001, Australia

Disclosures about commission officers should be made to the CEO, unless the disclosure is about: 
• the CEO or a commissioner – the disclosure must be referred to the Chairperson
• the Chairperson – the disclosure must be referred to the Deputy Chairperson.

However as noted above, the secrecy provisions in s.213 of the CC Act mean that other proper 
authorities in the PID Act and journalists are not available to commission officers.      

For disclosers other than commission officers, a member of the Legislative Assembly or other agency 
may also be a proper authority to receive a PID (ss. 14, 15 PID Act).  

1.2. How to make a PID 

A discloser can make a PID in any way, including anonymously, either verbally or in writing. However, 
disclosers should note that anonymous disclosures may make it difficult for the CCC to: 

• seek clarification or further information if needed
• provide the discloser with protection under the PID Act
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• provide the discloser with information about the management and outcome of the PID.

To assist in the assessment, and any subsequent investigation of a PID, disclosers are requested to 
provide the following information in writing:  

• their contact details (this could be an email address that is created for the purpose of making
the disclosure or a telephone number)

• as much information as possible about the suspected wrongdoing, including:
o who was involved
o what happened
o when it happened
o where it happened
o whether there were any witnesses, and if so who they are
o any evidence that supports the PID, and where the evidence is located
o any further information that could help investigate the PID.

2. Assessing a disclosure

On receipt, the CEO will ensure they are the appropriate person to assess and manage the 
disclosure. The CEO will refer the disclosure to: 

• the Chairperson, if the disclosure is about the CEO or a commissioner
• the Deputy Chairperson, if the disclosure is about the Chairperson.

2.1. Determine whether the disclosure is a PID 

If there is any doubt as to whether a matter is a PID, further information may be obtained to inform 
the decision. If doubt still remains, the matter will be considered and managed as a PID. 

Mere disagreements over policy do not meet the threshold for a PID under the PID Act. 

The disclosure will be assessed in accordance with the PID Act, the PID standards, this policy and 
procedure, and any other relevant procedure(s).  

It is an offence under s.66 of the PID Act to intentionally give false or misleading information 
intending it be acted on as a PID.  Employees may be subject to disciplinary action for intentionally 
giving false or misleading information in a PID, or during an investigation into a PID.  

2.2. Determine whether the disclosure contains possible improper conduct 

The CCC has a legislative obligation under s.329 of the CC Act to report conduct of a commission 
officer that it suspects involves, or may involve, improper conduct.  

If the CCC determines the disclosure involves possible improper conduct by a commission officer, the 
CCC must: 

• refer the disclosure to the PCCC and the Parliamentary Commissioner, and comply with the
Protocols governing the reporting of improper conduct against officers of the Crime and
Corruption Commission (the Protocols). The PCCC and the Parliamentary Commissioner
should be advised if the CCC has already assessed the disclosure as a PID.

• not take further action until advice is received from the PCCC or Parliamentary
Commissioner, unless to protect the discloser, preserve evidence, or preserve the integrity
of the CCC.
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2.3. If the disclosure is not assessed as a PID 

Where a discloser states they are making a PID, but it is assessed not to be a PID, the CCC will advise 
the discloser:  

• that their information has been received but was not assessed as a PID
• the reasons for the decision
• the review rights available if the discloser is dissatisfied with the decision and how to request

review
• any action the CCC proposes to take in relation to the matter
• any other options the discloser has in relation to the matter.

If a disclosure does not meet the definition of a PID, but the disclosure was made by a commission 
officer and involves workplace issues, it will be dealt with under the Management and resolution of 
workplace complaints made by commission officers policy and procedure. 

3. Action to be taken after the disclosure is assessed as a PID

3.1. Risk assessment and protection from reprisal

Disclosers should not suffer detriment as a result of making a PID. Upon receiving a PID, the CCC will 
conduct a risk assessment to determine the likelihood of the discloser, witnesses or affected third 
parties (including persons who may be suspected of making the PID) suffering reprisal.  

Where the discloser has provided their contact details, the CCC will consult with the discloser. If the 
disclosure is anonymous, the CCC will consider the information available.  

Consistent with the assessed level of risk, the CCC will develop and implement a risk management 
plan and arrange any reasonably necessary support or protection. The risk management plan will 
have regard to: 

• nature of the information disclosed
• interests and wishes of the discloser
• duties and working environment of the discloser
• potential for reprisals
• medical, psychological, emotional and other needs of the discloser
• interests of the work group in which the discloser works
• time it takes to conclude an investigation, the phases of the investigation, and cater for

changes in risk associated with the conduct and phase of the investigation.

The CCC will regularly reassess the risk of reprisal while the PID is being managed and review the risk 
management plan if required.  

Reprisal is an offence under ss. 40-41 of the PID Act. In the event of reprisal action being alleged or 
suspected, the CCC will:  

• attend to the safety of the affected person as a matter of priority
• review its risk assessment, risk management plan and any protective measures needed to

mitigate any further risk of reprisal
• manage any allegation of a reprisal as a PID in its own right
• investigate the alleged or suspected reprisal.

3.2. Appoint a PID Support Officer 

Where appropriate, the CCC will assign a PID Support Officer to the discloser.  The PID Support 
Officer will assist the discloser to access information about PIDs, protections available under the PID 
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Act and the PID management process. The PID Support Officer will proactively contact the discloser 
to offer support.    

Further information about support for, and communication with, disclosers can be found under 
section 5 of this procedure.  

3.3. Decline to take action on a PID 

Under s.30 of the PID Act, the CCC may decide not to investigate or deal with a PID in various 
circumstances, including:  

• the information disclosed has already been investigated or dealt with by another process
• the information disclosed should be dealt with by another process
• the age of the information makes it impractical to investigate
• the information disclosed is too trivial and dealing with it would substantially and

unreasonably divert the CCC from the performance of its functions
• another agency with jurisdiction to investigate the information has informed the CCC that an

investigation is not warranted.

If the discloser can be contacted, the CCC must provide the discloser with written reasons for their 
decision not to take further action.  

If the discloser is dissatisfied with the decision they can request a review by writing to the CEO 
within 28 days of receiving the written reasons for decision. The review will be conducted by an 
appropriately senior commission officer who was not the decision maker.  

3.4. Investigate the PID 

The CCC may direct appropriate commission officers to commence an investigation. The direction 
must be in writing. If the PCCC and/or the Parliamentary Commissioner requests an investigation 
following a notification of improper conduct, the direction must outline any conditions stipulated by 
the PCCC and/or the Parliamentary Commissioner, and all other procedures in the Protocols must be 
complied with. 

If a decision is made to investigate a PID, this will be done with consideration for the: 
• principles of natural justice
• obligation under the PID Act to protect confidential information
• obligation under the PID Act to protect officers from reprisal
• interests of subject officers.

3.5. Finalise the investigation 

If wrongdoing is substantiated, appropriate action will be taken. Where the investigation has been 
conducted at the request of the PCCC, advice should be provided to the PCCC and/or Parliamentary 
Commissioner as set out in the Protocols.  

Regardless of whether wrongdoing is substantiated, the CCC will consider any issues highlighted 
during the investigation, such as the need to review systems, policies and procedures, or train staff.  

4. Support for, and communication with, disclosers

4.1. Communication with disclosers

Under s.32 of the PID Act, the CCC must give reasonable information to a discloser.
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Subject to any restrictions imposed by the PCCC or the Parliamentary Commissioner, or an 
exemption under s. 32(4) of the PID Act applying, the discloser will be provided with information 
that meets the requirements of the PID Act and the standards issued by the Queensland 
Ombudsman. 

The CCC will acknowledge the disclosure as soon as practicable and outline: 
• the action that will be taken in response to the PID  
• the protections under the PID Act  
• confidentiality obligations of the discloser and the CCC  
• support arrangements 
• regular updates during management of the PID.  

In accordance with the PID Act, after finalising action in response to the PID, the CCC will advise the 
discloser in writing of the action taken and the results of the action.  

If the PID has been made anonymously and the discloser has not provided any contact details, the CCC 
will not be able to acknowledge the PID or provide any updates.    

In the exceptional case that the PID raises an allegation of corrupt conduct against a commission 
officer, the CCC is only obliged to provide information to the discloser in accordance with the 
provisions of the CC Act.  

4.2. Confidentiality  

While the CCC will make every attempt to protect confidentiality, a discloser’s identity may need to 
be disclosed to:  

• the PCCC or the Parliamentary Commissioner where the disclosure contains possible improper 
conduct 

• an authorised person for investigation 
• make a record for the purpose of assessing, investigating or reporting a disclosure under this 

policy and procedure 
• provide natural justice to subject officers  
• respond to a court order, legal directive or court proceedings.  

The CCC will ensure that communication with all parties involved will be arranged discreetly to avoid 
identifying the discloser wherever possible.   

Unauthorised disclosure of information is a criminal offence under s.65 of the PID Act.  

Disclosers should be aware that while the CCC will make every attempt to keep their details 
confidential, it cannot guarantee that others will not try to deduce their identity.   

4.3. Support for disclosers  

The CCC recognises that providing appropriate support to a discloser is an important feature of 
effective PID management.  

Information and support will be provided to the discloser until the matter is finalised.  

As outlined under s.45 of the PID Act, making a PID does not prevent reasonable management 
action.  That means that the discloser will continue to be managed in accordance with normal, fair 
and reasonable management practices during and after the handling of the PID.  
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5. Rights of subject officers

The CCC acknowledges that PIDs may be stressful for subject officers. The CCC will protect their 
rights by:  

• assuring them that the PID will be dealt with impartially, fairly and reasonably in accordance
with the principles of natural justice

• confirming that the PID is an allegation only until information or evidence obtained through
an investigation substantiates the allegation

• providing them with information about their rights and the progress and outcome of any
investigation

• referring them to the Employee Assistance Program for support.

Information and support will be provided to a subject officer until the matter is finalised. 

6. Record-keeping

In accordance with its obligations under the Public Records Act 2002 and the PID Act, the CCC will 
ensure that:  

• accurate data is collected about the receipt and management of PIDs and other complaints
against commission officers

• anonymised data is reported to the Office of the Queensland Ombudsman in their role as the
oversight agency, through the PID reporting database.

Records about disclosures, investigations, and related decisions will be kept secure and accessible 
only to appropriately authorised people involved in the management of the PID.  No details will be 
placed on personnel files. If a commission officer is transferred to another department or agency, 
the PID file will remain the property of the CCC. 

Related documents 
CCC Code of Conduct  
CCC Risk Management Framework 
Public Interest Disclosure Standard No. 1/2019 
Public Interest Disclosure Standard No. 2/2019 
Public Interest Disclosure Standard No. 3/2019 
Queensland Ombudsman’s PID resources, including: 

• PID assessment guide
• PID risk assessment and risk management guide

Review triggers 

This policy will be reviewed three years from the date of approval, unless changes in legislation or 
government policy affecting its operation occur before the three year period has expired. This policy 
will remain in effect until updated, superseded or declared obsolete. 

This policy and procedure should be reviewed in conjunction with: 
• Reporting improper conduct (procedure)
• Protocols governing the reporting of improper conduct complaints against officers of the

Crime and Corruption Commission
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• Management and resolution of workplace complaints made by commission officers (policy
and procedure).

The following stakeholders should be consulted in any review of this policy and procedure: 
• CEO
• Director, Human Resources
• Director, Legal Services.

Metadata 

Instrument owner/point of contact: Chief Executive Officer 

Approver’s position: Commission 

Date approved: 7 July 2019 

Instrument review date: 6 July 2022 

HPRM reference no: Corp Gov 20/008165 
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PID, public interest disclosure, whistleblowing, 
disclosure, Public Interest Disclosure Act, PID Act, 
reprisal, complaint 
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Customer service complaints 
Objective 

The purpose of this policy and procedure is to establish an accessible, responsive and timely system 
for dealing with customer complaints to the Crime and Corruption Commission (CCC) in accordance 
with the requirements of section 219A of the Public Service Act 2008, and to outline the procedure 
for dealing with service delivery complaints. 

Application 
This policy and procedure applies to all commission officers. 

Relevant legislation 
Crime and Corruption Act 2001 

Public Interest Disclosure Act 2010 

Public Service Act 2008  

Definitions 

Complaint service 
review 

a review of a CCC decision with respect to the assessment of a 
complaint concerning suspected corruption 

Customer complaint a complaint about the service or action of the CCC, or a 
commission officer, by a person who is directly affected by the 
service or action – these include: 

• service delivery complaints
• complaint service reviews
• complaints referred to the CCC by the Parliamentary Crime

and Corruption Committee (PCCC)
• procurement complaints
• internal and external reviews of right to information and

information privacy decisions

Executive Manager as defined in the Human Resource Decision Making Framework 

Human rights complaint a complaint about an alleged contravention of section 58(1) of 
Human Rights Act by a public entity in relation to an act or 
decision of the public entity. 

Attachment K
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Improper conduct has the meaning conferred by section 329(4) of the Crime and 
Corruption Act 2001 (the Act) 

Public interest disclosure has the meaning conferred by the Public Interest Disclosure Act 
2010 

Serious complaint a service delivery complaint that is significant or complex, with a 
medium to high level of risk to the complainant or the CCC (e.g. 
significant delays, challenge to conduct or competency of 
commission officer)  

Service delivery 
complaint 

a customer complaint about any aspect of the CCC’s services (e.g. 
complaints about delays, communication or responsiveness) 

Straightforward 
complaint 

a service delivery complaint that is likely to have minimal risk or 
detriment to the complainant or the CCC (e.g. minor delays, 
incorrectly addressed correspondence) 

Subject officer a commission officer against whom a service delivery complaint is 
made  

Policy statement 
The CCC is committed to delivering high quality services that respond to the community’s needs. 

The CCC’s complaints management system is governed by the following principles:  

• complaints are best handled promptly and close to the source, where practical
• complaints must be handled objectively and confidentially, and complainants must not suffer

any reprisals from making a complaint
• complaints must be handled fairly, reasonably and in a timely manner
• complainants must be treated with respect and be provided with clear explanations of the CCC’s

decisions and actions
• where relevant, complaints will inform the continuous improvement of the CCC’s policies,

procedures and practices.

The CCC’s complaints management system is a broad system for managing various types of complaints 
against commission officers. The CCC has legislative obligations when it comes to dealing with some 
types of complaints (e.g. improper conduct) and has established separate policies and procedures for 
dealing with these, including some that might otherwise be deemed customer complaints (see table 
below). 

Complaint type Relevant policy or procedure 

Complaint service reviews in relation to the way 
the CCC deals with corruption complaints 

Complaint service reviews policy and procedure 

Human rights complaint Human rights policy and procedure 
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Improper conduct Protocols governing the reporting of improper 
conduct complaints against officers of the CCC 

Internal complaints Complaints against commission officers policy 
and procedure 

Public interest disclosures Public interest disclosures against commission 
officers policy and procedure 

All other service delivery complaints will be dealt with under the following procedure. The procedure 
also details how the CCC will meet its reporting obligations for all customer complaints, including 
complaint services reviews. 

Procedure 
Receipt of service delivery complaints 

The CCC will publish information about how to lodge a service delivery complaint on its website. 
Complaints, including anonymous complaints, may be received: 

• by phone
• by email
• in writing via the online Contact form or by way of the Service delivery complaint form.

Complaints may also be referred to the CCC by the Parliamentary Crime and Corruption Committee 
(PCCC). 

Improper conduct assessment 

Each complaint received is first assessed to determine whether it raises a suspicion of improper 
conduct. If it raises a suspicion of improper conduct, it is referred to the appropriate officer (generally 
the Chief Executive Officer) to assess and take action in accordance with the Protocols governing the 
reporting of improper conduct complaints against officers of the CCC. 

If the complaint does not raise a suspicion of improper conduct, then it is further dealt with under this 
policy. 

Straightforward complaints 

If the complaint is made directly to the subject officer, that officer should attempt to resolve it 
informally with the complainant at the time of the complaint, or within two business days if it cannot 
be resolved immediately. The complaint should be referred to the subject officer’s supervisor if: 

the complainant requests that someone else deal with the complaint 

the subject officer feels unable to deal with the complaint fairly 

the problem is outside the authority or area of expertise of the subject officer 

the complaint is from a public sector agency or a Member of Parliament 

the complainant is still dissatisfied after attempts to resolve the complaint informally. 

If the complaint is made to another commission officer, that officer should refer it to the subject officer 
in the first instance. 

If a straightforward complaint is resolved satisfactorily, details should be forwarded to the subject 
officer’s supervisor for recording in the business area complaints register as ‘no further action 
required’. 
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So as to avoid unnecessary delay and bureaucracy, the receiving officer should nevertheless seek to 
resolve a straightforward complaint directly in the first instance if that is possible. 

Serious complaints 
Serious complaints are to be immediately referred to the subject officer’s manager, regardless of 
whether they are received by the subject officer or another commission officer. 

The manager is to: 
• consider responding to the complainant informally by phone in the first instance, and

confirming the discussion in writing
• acknowledge the complaint in writing within two business days of receipt
• seek advice from their Senior Executive Officer/General Manager/Executive Director/Director,

if required
• review or investigate the matters raised in the complaint
• provide a written response to the complainant, addressing the issues raised and advising of

the outcome of the complaint, within 10 business days of receipt. If any delay in meeting this
time frame is expected, the complainant should be advised.

If the supervisor considers that the complaint raises a reasonable suspicion of improper conduct, it 
must be referred immediately to the Chief Executive Officer for appropriate action under the Protocol. 

Serious complaints must be formally recorded in the business area complaints register, including 
details of any action or resolution. 

Unreasonable complaints 
The CCC may refuse to investigate a complaint if it is considered to be vexatious, trivial, unreasonable, 
misleading or untrue, or where the complainant refuses to cooperate with the CCC’s efforts to 
investigate. If such a complaint is refused, the complainant must be advised in writing, including 
reasons for the refusal.  

An assessment as to whether a complaint is to be refused on this basis is to be made by a decision-
maker at an Executive Director level or above, in the subject officer’s line of reporting. 

An officer receiving a complaint about their own conduct, which they consider to be vexatious, trivial, 
unreasonable, misleading, or untrue the receiving officer should nevertheless refer it to their manager 
to escalate to an appropriate decision-maker. It is not for the subject officer of the complaint to make 
a determination about whether their own conduct was improper, or whether an allegation about their 
conduct is true or untrue. If the officer believes the allegation to be untrue or without foundation, that 
should be set out in the report, including the reasons as to why. 

Outcome of complaint 

Possible outcomes of a service delivery complaint include: 

• an apology where it is found that the subject officer was at fault
• an explanation of the reasons for any decision or action
• remedial action
• expediting the work on a matter that has been subject to delay
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• training for the subject officer
• no further action (e.g. complaint unsubstantiated).

A complainant may withdraw their complaint at any time, preferably in writing; however, the CCC may 
still investigate or take action, depending on the nature of the issue and the possibility of it recurring. 

Timeframes 
A written response is to be provided to the complainant within 10 business days of receipt. If there is 
to be any delay in meeting this timeframe, the complainant is to be advised. Delay in meeting this 
timeframe does not amount to improper conduct, but unreasonable or unexplained delays may be. 

Review of complaint decision 
Where a complaint cannot be resolved, or where the complainant advises that they are dissatisfied 
with the decision made and requests a review, the complaint should be referred to the General 
Manager, Corporate Services. The General Manager, Corporate Services may undertake a review of 
the complaint, or ask an Executive Manager to conduct the review.  
The General Manager, Corporate Services may refer the complaint to a delegate other than an 
Executive Manager if it is deemed for reasons of seniority or sensitivity that an Executive Manager is 
not appropriate to deal with the complaint. If a delegate is determined to be a more appropriate choice 
than an Executive Manager, the General Manager, Corporate Services is to record the reasons on the 
complaint file for allocating the complaint to a delegate. 

The review officer must: 
• have the appropriate authority to consider the review
• be senior to the officer who made the original decision about the complaint
• not have been directly involved in the original complaint process.

Where the complainant has requested the review, the review officer must ensure an 
acknowledgement letter is forwarded to the complainant within 10 business days of receipt of the 
review request. 

The review officer may seek information or advice from any source, including the complainant, and 
should ensure the subject officer is provided with an opportunity to provide their version of events.  

The review officer is to prepare a written report on the outcome of the review, including findings and 
recommendations, and advise the complainant in writing of the review decision. 

Recordkeeping 

Each business unit must ensure complaint records are created and maintained in accordance with the 
CCC’s Records management framework. This includes any correspondence, forms and investigation 
notes. 

Complaints registers 

The CCC has a centralised recording system for customer service complaints on a complaints register. 
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All external complaints within the scope of this policy and procedure are to be recorded on the 
Customer Service Complaints register. 

The register will include the following information: 

• date the complaint was received
• name of complainant (if known)
• type of complaint (including Human Rights complaints)
• investigating officer and business unit
• outcome of complaint
• any action recommended to address systemic issues
• whether the client was satisfied with the outcome, or whether a review was requested

• finalisation date.

Publication of statistics 

By 30 September each year, the CCC must publish details about the following customer complaints on 
its website. 

The report on the website must show: 

• the number of customer complaints made to it during the previous financial year
• the number of those complaints resulting in further action
• the number of those complaints resulting in no further action.

Related documents 
Complaint service reviews policy and procedure  

Financial Delegations 

Human rights policy and procedure 

Complaints against commission officers policy and procedure 

Public interest disclosures against commission officers policy and procedure 

Protocols governing the reporting of improper conduct complaints against officers of the CCC 

Records management framework 
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Discipline 
Objective 

The purpose of this policy and procedure is to explain: 

• who may be disciplined

• when, why, and how they may be disciplined.

Application 

This policy and procedure applies generally to commission officers. 

For the purpose of this policy and procedure, commission officers means: 

• relevant commission officers in relation to disciplinary grounds that have allegedly arisen on or
since 1 July 2014

• former relevant commission officers in relation to disciplinary grounds that have allegedly arisen
on or since 1 July 2014

• relevant commission officers who were formerly relevant employees, in relation to disciplinary
grounds in relation to their employment as a relevant employee that have allegedly arisen on or
since 3 February 2017.

Relevant legislation 

Crime and Corruption Act 2001  

Criminal Code Act 1899 (Qld) 

Criminal Code Act 1995 (Cth) 

Public Interest Disclosure Act 2010 

Public Service Act 2008 – Chapter 6 

Ambulance Service Act 1991 

Fire and Emergency Services Act 1990 

Definitions 

CEO the Chief Executive Officer of the CCC. 

Commission officer • relevant commission officer

• former relevant commission officer

• relevant employee.

CC Act Crime and Corruption Act 2001 

Decision maker the incumbent of a position with the authority to make a specific 
decision, as set out in the CCC’s HR Decision Making Framework. 

Attachment L
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Disciplinary action the action that can be taken under sections 273C, 273CC or 273D 
of the CC Act after a disciplinary ground has been found to exist.  

Disciplinary declaration a declaration of the disciplinary finding against a former relevant 
commissioner officer and the disciplinary action (dismissal or 
reduction of classification level only) that would have been 
taken against the relevant commission officer if the officer’s 
employment had not ended. 

Disciplinary finding a finding that a disciplinary ground exists. 

Disciplinary ground a ground for disciplining a commission officer. 

Disciplinary process anything done, or contemplated, in taking disciplinary action, 
including the steps described in the procedure below. 

Former relevant 
commission officer 

a person who was previously a relevant commission officer 
whose employment as a relevant commission officer has ended 
for any reason. 

Natural justice (or 
procedural fairness) 

• acting fairly, in good faith and without bias (actual, perceived 
or potential) 

• notifying the commission officer of the allegations and 
evidence against them 

• giving the commission officer a reasonable opportunity to 
respond to the allegations against them and (where a 
disciplinary finding is made) to make submissions before any 
disciplinary action is imposed on them. 

Previous chief executive • For a person who was a public service employee, means the 
chief executive of the department in which the person was 
employed as a public service employee or; 

• For a person who was an ambulance service officer, means 
the chief executive of the department in which the Ambulance 
Service Act 1991 is administered; or  

• For a person who was a fire service officer, means the 
commissioner under the Fire and Emergency Services Act 
1990.  

Managerial action any reasonable managerial action taken in a reasonable way, 
excluding disciplinary action as defined above. 

Relevant commission 
officer 

• a senior officer employed under section 245 of the CC Act 

• a person employed under section 254 of the CC Act 

• a person seconded under section 255 of the CC Act (including 
a police officer, other than police officers who are part of a 
police task force established under section 32 of the CC Act) 

• a person engaged under section 256 of the CC Act. 

Relevant employee means:  

(a) a public service employee; or  
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(b) a prescribed employee under the Public Service Act 2008 
section 186A meaning an ambulance service officer or a 
fire service officer.  

Support person a commission officer referred to in this policy and procedure 
under the heading, Support persons. 

Policy statement 

Depending on the circumstances the CEO of the CCC may take disciplinary action in relation to 
commission officers under: 

• the CC Act (sections 273A - 273F,420 and 445) 

• the contract of employment between the commission officer and the CCC. 

The CEO may also take action under the CC Act in relation to a commission officer who was a 
relevant employee in relation to disciplinary grounds that arose in relation to their employment as a 
relevant employee, providing these grounds arose after 3 February 2017. 

The CEO may take such disciplinary action in relation to a relevant employee, provided the relevant 
employee’s previous chief executive has not taken, and does not intend to take, disciplinary action in 
relation to the relevant disciplinary ground. This may occur through one of two processes: 

• the previous chief executive may make a disciplinary finding about the relevant disciplinary 
ground, agree with the CEO that disciplinary action against the relevant employee is reasonable, 
and the CEO take disciplinary action under the CC Act 

• the previous chief executive may delegate the authority to make a disciplinary finding about the 
relevant disciplinary ground to the CEO, and the CEO make the disciplinary finding and take 
disciplinary action under the CC Act.  

A similar reciprocal process exists for disciplinary action to be taken against a former relevant 
commission officer who becomes an employee under the Ambulance Service Act 1991, Fire and 
Emergency Services Act 1990 or Public Service Act 2008 (PSA). 

A disciplinary process must be taken in a way that: 

• is consistent with natural justice 

• is consistent with contract law, industrial law or the general law (whichever is applicable) 

• is proportionate, fair and reasonable 

• is timely and cost-effective  

• maintains confidentiality.  

Where disciplinary action is taken under the contract of employment between the commission 
officer and the CCC, the parties have rights under contract law. 

Procedure 

Overview  

The conduct and performance of commission officers is integral to the performance of CCC statutory 
functions, and the achievement of strategic goals and objectives. All commission officers are 
responsible for maintaining a satisfactory standard of conduct and work performance. Similarly, all 
CCC managers are responsible for monitoring the conduct and performance of their staff and taking 
managerial action to address unsatisfactory conduct or work performance at the earliest 
opportunity.  

A disciplinary process is not a substitute for managerial action, nor the need for managers to 
intervene early to address unsatisfactory conduct or work performance. In many instances, early 
managerial intervention is the best way to stop or resolve unsatisfactory conduct, preserve 
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professional working relationships, and avoid unnecessary and protracted disputes. There will, 
however, be occasions when the CEO will need to take, or at least consider, disciplinary action.  

The CEO may commence a disciplinary process:  

• in response to referrals or recommendations from the Parliamentary Crime and Corruption 
Committee (PCCC) or the Parliamentary Commissioner  

• in response to formal complaints 

• on the CEO’s initiative 

• in relation to relevant employees, after referral from their previous chief executive.  

The purpose for discipline in relation to commission officers is to:  

• protect the public 

• uphold CCC ethical standards 

• promote and maintain public confidence in the CCC. 

Disciplinary grounds 

For relevant and former relevant commission officers 

The disciplinary grounds available against relevant and former relevant commission officers are 
described in section 273B of the CC Act and/or the contract of employment.  

To remove any doubt, these grounds do not include any grounds under section 329(4) of the CC Act. 
Section 329(4) defines the categories of improper conduct that must be reported to the PCCC and 
the Parliamentary Commissioner under section 329. However, some of the improper conduct in 
section 329(4) could also amount to a ground for discipline under section 273B of the CC Act and/or 
the contract of employment. 

Improper conduct, as included in the misconduct definition, is not defined by the CC Act and does 
not have any legal or other technical meaning. For discipline proceedings, improper conduct is 
usually considered with reference to the purpose of discipline on an objective assessment of the 
evidence on a case-by-case basis. Conduct identified by case authority as amounting to misconduct 
includes: 

• conduct of such a nature as to erode public confidence in the organisation  

• conduct affecting the officer’s fitness to discharge their duties  

• conduct affecting the officer’s status and authority to discharge their duties. 

Disciplinary grounds can only arise against a former relevant commission officer under section 273B, 
if the grounds already existed when the officer separated from the CCC. Any disciplinary action 
against a former commission officer must be taken within two years of the former commission 
officer’s separation from the CCC. 

For relevant employees 

The disciplinary laws under which disciplinary grounds are available against relevant employees are 
described in: 

• for former employees under the PSA, chapter 6 of the PSA 

• for former employees under the Ambulance Service Act 1991, part 2, division 4 of the 
Ambulance Service Act 1991 

• for former employees under the Fire and Emergency Services Act 1990, chapter 3, part 4, 
division 3 of the Fire and Emergency Services Act 1990. 
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Disciplinary finding and disciplinary action 

If a disciplinary finding is made (i.e. a disciplinary ground is found on the balance of probabilities to 
exist), disciplinary action may be taken against a commission officer.  

Disciplinary action must be proportionate and reasonable in the circumstances and may:  

• range from counselling to dismissal for relevant commission officers and relevant employees  

• consist of a disciplinary declaration for former relevant commission officers.  

Confidentiality 

During the disciplinary process, everyone participating in the process (including decision makers, 
commission officers, witnesses, support persons and recorders) must keep the process confidential 
in every respect. 

Support persons 

A commission officer the subject of a disciplinary process may request support from another 
commission officer (a support person).  

The support person’s role is to: 

• give the commission officer information about the disciplinary process (e.g. the steps involved) 

• if requested, accompany the commission officer to interviews and meetings during the 
disciplinary process.  

The support person’s role does not include:  

• liaising with any other commission officer who may be a potential witness  

• advocating for the commission officer or any stakeholder  

• advising the commission officer about the substance of their response or the likely outcome.  

The decision maker may refuse the support person access to the disciplinary process, evidence, or 
material, if such access would be reasonably likely to breach or compromise the confidentiality of 
any of the CCC’s statutory functions. The decision maker’s decision in relation to this matter is final. 
However, another support person may be chosen by the commission officer or appointed by the 
decision maker. 

Example:  

A disciplinary allegation relates to alleged unauthorised access to, or disclosure of, confidential 
information. The support person may be refused access to the disciplinary process, evidence or 
material, if this would involve divulging to the support person information to which the support 
person would not otherwise be entitled to access for an organisational or operational reason. 

The disciplinary process 

A disciplinary process must give commission officers a reasonable opportunity to show cause (or 
respond) in each of the following circumstances:  

• All commission officers should have a reasonable opportunity to show cause why a disciplinary 
finding should not be made against them; and 

• If a disciplinary finding is made against a commission officer, they should have a reasonable 
opportunity to show cause whether any (or what) disciplinary action should be taken against 
them. 

A disciplinary process against a commission officer should generally consist of the following steps: 

Step 1: Initial assessment  

Step 2: Disciplinary investigation 

Step 3: Show cause notice (before a disciplinary finding)  

Step 4: Disciplinary findings  

Step 5: Show cause notice (before disciplinary action)  
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Step 6: Finalising disciplinary action  

Step 7: Recording the process and outcome 

However, the process above may be amended to suit particular circumstances, including, for 
example, where the Protocols for reporting suspected improper conduct of officers of the CCC apply. 

In all cases, the process followed must provide for procedural fairness and natural justice.  

A discipline process flowchart is contained in Schedule 1. 

Step 1: Initial assessment 

Preliminary inquiries 

Immediately on receiving a complaint, or any other information, alleging or suggesting that a 
disciplinary ground has arisen against a commission officer, the decision maker should conduct 
preliminary inquiries to assess the most appropriate response.  

During the initial assessment, the decision maker may: 

• consider and respond appropriately where some concurrent or other action is required under:

 other legislation [e.g. the Public Interest Disclosure Act 2010; the Criminal Code 1899 (Qld);
or the Criminal Code 1995 (Cth)]  

 the CCC’s Code of Conduct 

 any other relevant CCC policy, procedure or guideline 

• consider whether any (or what) further information is required, and how that information
should be obtained (e.g. by discussing with the commission officer or by a formal investigation)

• arrange face-to-face meetings with the commission officer and their support person (ideally as
early as possible). During the meetings, the decision maker may discuss the allegations or
information with the commission officer and give them a copy of evidence or other relevant
material that exists at that time

• consider whether the potential educative or remedial benefits of managerial action alone would
be sufficient

• consider whether the nature of the allegations or information (including the impact on
stakeholders) is serious enough to warrant disciplinary action

• consider whether deterrent action may be required because of the commission officer’s
discipline or service history

• consider whether there is likely to be a negative impact on the commission officer’s work unit,
or the CCC generally, if a disciplinary process is not commenced

• when the matter relates to a commission officer seconded under section 255 of the CC Act,
consider whether a rescindment of the secondment is appropriate.

It should be noted that: 

• an early discussion with the commission officer about the allegations or information may
remove the need for an investigation or reduce the issues to be investigated. For example, the
commission officer may admit allegations or facts. Any admitted allegations or facts do not need
to be investigated further

• the decision maker’s initial assessment may change if further information later becomes
available.

Transferring the commission officer temporarily to other CCC duties during the disciplinary process 

If a disciplinary process is reasonably likely to be commenced, the decision maker may consider 
whether the commission officer should be temporarily removed from their current role on any 
reasonable grounds and transferred to other CCC duties until the disciplinary process is completed. 

In these cases, reasonable grounds may include, but are not limited to: 

• the health or safety of another commission officer or any other stakeholder
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• any financial risk to the CCC

• the potential for evidence to be destroyed or potential witnesses to be influenced

• any other risk to the integrity of the disciplinary process

• the public interest.

Suspending the commission officer 

The decision maker may consider suspending the commission officer under section 273E of the CC 
Act. The suspension process is set out in the CCC’s Suspension policy and procedure.  

Concurrent criminal investigations or court proceedings 

The complaint or information against the commission officer may have been referred to the 
Queensland (or another) Police Service, or court proceedings may be pending or likely.  

A pending or likely police investigation or court proceeding does not prevent the decision maker 
from: 

• starting or continuing a disciplinary process

• making a disciplinary finding (as explained below in step 4)

• taking disciplinary action (as explained below in step 6).

Whether a disciplinary process should be postponed until a police investigation or court proceeding 
is finalised can be decided on a case-by-case basis. The decision maker may first consult the relevant 
police service or prosecuting authority in this regard.  

Resource allocation 

At all times during a disciplinary process the decision maker should ensure, on the available 
information, that CCC resources reasonably likely to be expended on the process are proportionate 
to the seriousness of the allegations or information against the commission officer.  

Step 2: Disciplinary investigation 

If a formal investigation is necessary, the decision maker will need to determine: 

• whether to engage an internal or external investigator (including where the commission officer
is a seconded police officer, the Ethical Standards Command, Queensland Police Service)

• the terms of reference for the investigator.

If an external investigator other than an investigator from the Queensland Police Service is engaged, 
the decision maker must ensure that the engagement complies with the CCC’s Procurement policy 
and procedure. 

The terms of reference for the investigator should include the investigator’s role and the protocols 
for the investigation, with appropriate references, if relevant, to the CCC publication: Corruption in 
focus: A guide to dealing with corrupt conduct in the Queensland public sector. 

Step 3: Show cause notice (before a disciplinary finding) 

Generally 

When the decision maker is satisfied that sufficient information has been gathered (e.g. from 
inquiries or a formal investigation), the decision maker must decide whether to: 

• continue with the disciplinary process

• take, or cause another commission officer to take, managerial action with respect to the
commission officer

• take no further action.

Show cause notice (before a disciplinary finding) 

If the decision maker decides to continue with the disciplinary process then, before making a 
disciplinary finding, the decision maker must: 

• give the commission officer written notice (show cause notice) setting out:
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 each allegation 

 the statutory, policy or code of conduct provision relevant to each allegation 

 the disciplinary ground relevant to each allegation. If more than one disciplinary ground 
relates to an allegation, the most relevant ground only should be nominated. A disciplinary 
ground arises when the act or omission constituting the ground is done or made 

 the evidence being relied on for each ground (indicating where that evidence is referred to 
in any investigative report)  

• invite the commission officer to show cause in relation to each allegation why a disciplinary
finding should not be made

• give the commission officer a copy of relevant parts of any investigative report

• give the commission officer 14 days to respond to this show cause notice.

Step 4: Disciplinary findings  

Generally 

A disciplinary ground arises when the act or omission constituting the ground is done or made. 

The decision maker may take disciplinary action against a commission officer if the decision maker is 
“reasonably satisfied” on the “balance of probabilities” that a disciplinary ground exists. The decision 
maker must be mindful, the more serious the allegation, the level of ‘reasonable satisfaction’ which 
is required increases. The principle was decided in Briginshaw v Briginshaw (1938) 60 CLR 336 (361-
363) 

Making a disciplinary finding 

The balance of probabilities (or civil evidentiary standard) means that it is more probable than not 
that the alleged act or omission happened.  

The term reasonably satisfied requires an “actual persuasion” that the disciplinary ground exists. The 
strength or quality of the evidence required for the decision maker to be reasonably satisfied varies 
depending on the seriousness of both: 

• the issues involved

• the likely consequences, if a disciplinary finding is made.

In finding whether a disciplinary ground exists, the decision maker should:

• consider all the available evidence, including the commission officer’s response (if any) to the
show cause notice in step 3

• consider the strength or quality of the evidence relative to the seriousness of the issues and the
likely consequences

• then decide whether it is more probable than not that the disciplinary ground is made out.

A disciplinary finding may be made against a commission officer, even though a criminal prosecution 
(on substantially the same evidence) might have been unsuccessful. This is because a criminal 
prosecution requires a higher standard of proof (beyond reasonable doubt). 

Advice to commission officer 

The decision maker should advise the commission officer whether a disciplinary finding has been 
made in respect of each disciplinary ground referred to in the show cause notice in step 3. Whether 
or not a disciplinary ground has been found to exist, this advice should: 

• be in writing

• refer to each allegation particularised for each disciplinary ground

• clearly and concisely explain the reasons for the finding in respect of each disciplinary ground,
including the evidence relied on to reach that finding.

If the decision maker finds that any disciplinary ground is not made out, the decision maker should 
then: 
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• consider whether any managerial action is required

• advise the commission officer (in writing) accordingly.

If the decision maker makes a disciplinary finding (i.e. finds on the balance of probabilities that a 
disciplinary ground is made out), the decision maker should then consider what (if any) disciplinary 
action is to be taken against the commission officer.  

Step 5: Show cause notice (before disciplinary action)  

Possible action 

If the decision maker makes a disciplinary finding, the decision maker must then decide whether to: 

• take no further action

• take, or cause another commission manager to take, managerial action with the commission
officer

• take disciplinary action against the commission officer.

No further action 

When a decision maker decides not to take any further action, the disciplinary process concludes at 
that point and the commission officer is notified of that decision in writing. This generally occurs at 
the same time as the findings in step 4 are communicated to the commission officer.  

Managerial action 

When a decision maker decides to take managerial action, the disciplinary process concludes at that 
point and the commission officer is notified of that decision in writing. This generally occurs at the 
same time as the findings in step 4 are communicated to the commission officer. 

Show cause notice (before disciplinary action) 

If a disciplinary finding is made and the decision maker proposes to take any disciplinary action, the 
decision maker must give the commission officer: 

• written notice of the disciplinary action proposed to be taken

• 14 days in which to respond to the show cause notice.

Ideally, the show cause notice is given to the commission officer at the same time the findings in step 
4 are communicated to the commission officer. 

It is a matter for the decision maker whether a separate advice is required under Step 4 Advice to a 
Commission Officer from any show cause notice under step 5. 

Factors relevant to proposed disciplinary action 

The proposed disciplinary action will vary from case to case, depending on the facts of the case and 
other relevant factors. Those factors may include, but are not limited to, the following: 

• the seriousness of the disciplinary finding

• the commission officer’s classification level and expected level of awareness about the conduct
for which the disciplinary finding has been made

• the commission officer’s discipline and service history

• the commission officer’s explanation (if any)

• whether there are any extenuating or mitigating circumstances for the commission officer’s
conduct

• the degree of risk (if any) to the health and safety of other commission officers, stakeholders or
members of the public

• the commission officer’s ability to continue performing the duties of their position

• any potential for the commission officer to modify their behaviour in the workplace

• the impact a monetary penalty may have on the commission officer (and any dependents)
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• the cumulative impact a classification or remuneration reduction (or the like) may have on the
commission officer (and any dependents)

• the likely impact the disciplinary action will have on public and stakeholder confidence in the
CCC.

If the decision maker finds that more than one disciplinary ground is made out, the decision maker 
may consider:  

• a disciplinary action for each disciplinary ground

• one disciplinary action for all disciplinary grounds

• other composite disciplinary action.

Types of disciplinary action 

The proposed disciplinary action must be proportionate to the disciplinary findings and the reasons 
given for the disciplinary findings. 

Relevant commission officers (including relevant employees) 

In the case of a relevant commission officer (including a relevant employee), disciplinary action may 
consist of, or include, any one or more of the following: 

• termination of employment

• reduction of classification level and consequential change of duties

• transferring or redeployment to another unit of the CCC

• forfeiture or deferment of a remuneration increment or increase

• reduction of remuneration

• imposition of a monetary penalty and a direction that the penalty amount be deducted from the
relevant commission officer’s periodic remuneration payments

• a reprimand

• counselling.

However, a monetary penalty:

• cannot be more than an amount the total of two of the relevant commission officer’s periodic
remuneration payments

• cannot be deducted from the relevant commission officer’s remuneration payments in
instalment amounts of more than half of each of those remuneration payments

• for each week an instalment is paid, must leave the relevant commission officer with an amount
equal to:

 if the relevant commission officer has a dependant, the guaranteed weekly minimum wage

 otherwise, two-thirds of the guaranteed weekly minimum wage.

Former relevant commission officers 

Disciplinary action taken by the CEO in relation to former commission officers is limited to a 
disciplinary declaration against the former relevant commission officer. The CEO may only make a 
disciplinary declaration if the disciplinary action that would have been taken against the former 
relevant commission officer if the officer’s employment had not ended would have been dismissal or 
a reduction of classification level.  

However, if a former relevant commission officer becomes an employee under the Ambulance 
Service Act 1991, Fire and Emergency Services Act 1990 or PSA, they may be subject to disciplinary 
action on referral of allegations from the CEO to the employee’s new chief executive or equivalent. 



OFFICIAL  •  FOR INTERNAL USE ONLY 

DECEMBER 2021 DISCIPLINE 11 

Step 6: Finalising disciplinary action 

Deciding on disciplinary action 

After the show cause period referred to in step 5 has expired, the decision maker should: 

• review all relevant material, including any response from the commission officer

• make a final decision on the disciplinary action

• advise the commission officer of that action.

The advice to the commission officer should:

• be in writing

• set out the disciplinary action

• clearly and concisely explain the reasons for the disciplinary action, including the decision
maker’s comments on any response from the commission officer

• if the commission officer’s employment is terminated, state the date on which the termination
takes effect.

Deciding on different disciplinary action 

If the decision maker decides to impose different disciplinary action from that proposed in the show 
cause notice (referred to in step 5), the decision maker must give the commission officer: 

• written notice of the revised disciplinary action and the reasons for it

• a reasonable time (not exceeding 14 days) to respond to the revised disciplinary action.

Whether the disciplinary action is revised up or down, the decision maker should then finalise the 
revised disciplinary action and notify the commission officer in writing as described above under Step 
6: Deciding on a disciplinary action. 

Step 7: Recording the process and outcome 

The disciplinary process and outcome must be accurately recorded throughout. 

Whenever a commission officer is dealt with under this procedure, a written notice should be placed 
on the commission officer's personnel file. That notice must describe: 

• the nature and circumstances of the complaint, allegations or information; and

• the outcome.

The commission officer will be given an opportunity to:

• read the notice on their file

• acknowledge having done so by signing the notice.

If the commission officer signs the notice, the commission officer is taken to have read and 
understood the contents of the notice but is not taken to have agreed with all the details in the 
notice, unless the commission officer indicates otherwise in writing. 

The commission officer will also have an opportunity to: 

• comment on the contents of the notice; and

• have those comments recorded on or with the notice.

The commission officer is entitled to receive a copy of any notice placed on their personnel file.

In addition, when the disciplinary process is complete, all records related to the process should be 
collated and filed on a confidential disciplinary file held with the commission officer’s personnel file. 

Retaining records 

The Director of Human Resources must retain all records and evidentiary material generated or 
obtained during the disciplinary process in the interests of maintaining privacy and avoiding 
reputational harm to commission officers as required by Human Rights Act 2019 s 25. These records 
and material must be retained in the manner prescribed by the Queensland State Archivist 
periodically in the CCC’s Retention and Disposal Schedule. 
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Sharing disciplinary information 

The CEO may ask the following persons (“relevant official”) for disciplinary information about a 
person who is or was a relevant employee  (including a police officer): 

• chief executive of a department

• chief executive (however described) of an entity whose employees are ambulance service
officers or fire service officers

• commissioner of police.

Disciplinary information means information about:

• a current investigation into whether the person should be disciplined

• a finding that a person should be disciplined

• possible disciplinary action under consideration

• disciplinary action, including a disciplinary declaration.

The information requested must be reasonably necessary for the CEO to make a decision about 
either: 

• the employment or continued employment of the person as a relevant commission officer

• a disciplinary finding, disciplinary action or disciplinary declaration being considered by the CEO
in relation to the person under the CC Act.

This information must be provided to the CEO unless the relevant official is reasonably satisfied   that 
giving the information may prejudice the investigation of a suspected contravention of the law in a 
particular case. 

A reciprocal provision in similar terms under section 273DA of the CC Act obliges the CEO to provide 
disciplinary information about a person who is or was a relevant commission officers to a relevant 
official.   

The CCC’s Administrative Guidelines in relation to information sharing set out obligations in relation 
to natural justice and consistency in this decision making. 

Related documents 

CCC Code of Conduct 

Complaints against commission officers policy and procedure  

Managing unsatisfactory performance policy and procedure 

Procurement policy and procedure 

Protocols for reporting suspected improper conduct of officers of the CCC 

Retention and disposal of records procedure 

Suspension policy and procedure 

Corruption in focus: A guide to dealing with corrupt conduct in the Queensland public sector 

Review triggers 

This policy and procedure will be reviewed three years from the date of approval, unless changes in 
legislation or government policy affecting its operation occur before the three year period has 
expired. This policy will remain in effect until updated, superseded or declared obsolete. 

Metadata 

Responsible officer: Director Human Resources Accountable officer: Chief Executive Officer 

Date approved: 18 January 2022 Review date: 18 January 2025 
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Schedule 1: Discipline process flowchart 

If grounds for discipline exist, determine 
proposed disciplinary action. 

Provide show cause notice to commission officer 
about proposed disciplinary action.

Commence show cause process on disciplinary 
action.

Consider all relevant information, including 
commission officer response (if any)

Provide a show cause notice to commission 
officer before disciplinary finiding

Conduct an investigation into the matter

Determine if disciplinary investigation is 
required

Gather information and evidence

Conduct the initial assessment

Impliment disciplinary action

Record (document) the process and outcome.

Decide whether to:
• continue with the disciplinary process
• take managerial action
• take no further action

• Terminate disciplinary process
• Provide written advice to commission 

officer that process has been ceased.

Yes

Yes

No

No



Number of witnesses attending CCC investigative hearings for crime and corruption divisions 

Table 1: Number of CCC investigations in which hearings were held per financial year 

Years CCC Intelligence Referred Total all 

2016-17 2 7 50 59 

2017-18 4 6 38 48 
2018-19 2 4 31 37 
2019-20 3 2 27 32 
2020-21 4 3 25 32 
Total All 15 22 171 208 

Table 2: Number of witnesses attending per financial year by investigation type 

Years CCC Intelligence Referred Total All 
2016-17 27 49 267 343 
2017-18 64 26 179 269 
2018-19 39 31 150 220 
2019-20 35 8 149 192 
2020-21 37 34 106 177 

Grand Total 202 148 851 1201 

Table 3: Number of witnesses attending for corruption investigations from financial years 2016-17 to 
2020-21 

CCC Investigative 
Hearings 

2016-17 2017-18 2018-19 2019-20 2020-21 

Number of 
witnesses 
attending 

69 109 51 71 51 

Attachment M



 
 
 

    

Our Reference:AD-22-0188-01 22/058868 
Contact Officer: Jen O’Farrell  

SENSITIVE 
13 April 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information Commission of Inquiry into specific 

matters relating to the Crime and Corruption Commission (Commission 
of Inquiry) 

 
I refer to your correspondence dated 12 April 2022 to the Commissioner of Police 
which was also copied to me, requesting copies of the Queensland Police Service (QPS) 
Development and Performance Review Policy and Guideline and also to the Managing 
Unacceptable Performance and Conduct Fact Sheet. 
 
As indicated in my letter dated 11 April 2022, the CCC sought advice from the 
Queensland Police Service about providing these documents. We received that advice 
yesterday and now enclose them. 
 
I have also copied in the Commissioner of Police so she is aware the request has been 
attended to by the CCC. 
 
Yours sincerely 

 
 
Bruce Barbour 
Acting Chairperson 
 
encl. 
 
 
Copy: Commissioner of Police via email to Commissioner@police.qld.gov.au 

mailto:submissions@cccinquiry.qld.gov.au
mailto:Commissioner@police.qld.gov.au
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1. Purpose 
 
These Guidelines set out a framework to assist Police personnel to complete the planning, review, 
assessment, and reporting aspects of the Queensland Police Service’s (QPS) Development and Performance 
Review (DAP) process. 
 
These Guidelines are to be read in conjunction with the Development and Performance Review Policy, the 
Positive Performance Management Directive (staff members only) and related supporting documents.  
 
The term Police personnel includes staff members and police officers. 
 

2. Overview 
 
The focus of the DAP process is regular constructive conversations and interactions between Police personnel 
and their supervisors to plan, review and improve performance. 
 
The DAP provides a structured framework for individual positive development and performance 
management to be achieved through discussing, negotiating, planning, reviewing, developing and 
documenting Police personnel progress towards achieving the QPS objectives and standards required of an 
individual role. Each of these activities, however, can and should be undertaken at any time as part of any 
performance conversation, whether part of a formal planning or end-cycle development and performance 
assessment stage. Annual reporting is merely one event that occurs as part of the DAP process. 
 
Individual positive development and performance management is focussed on ensuring all Police personnel 
understand and realise the individual and organisational benefits achievable from a commitment to 
excellence in personal performance. Together, with strategic and operational performance planning, DAP 
drives productivity, accountability and continuous improvement.  
 
All Police personnel are required to actively participate in the Service’s development and performance review 
process, unless exempted or otherwise authorised not to participate (refer section 4).  Expected levels of 
development and performance are to be relevant and appropriate to Police personnel roles.  
 
Development and performance management is designed to be cascaded throughout the Service from 
Commissioner/senior executive levels to all Police personnel. This supports coordinated linkages between 
strategic, operational/team-based and individual performance planning and review processes.  Police 
personnel are to reflect on the QPS strategic objectives when developing personal performance goals as part 
of the DAP process.  
 
DAP reporting will be undertaken using the Employee Self Service (ESS). 
 
It should be noted that most of the negotiations/communication between parties will occur offline and face 
to face (wherever possible) i.e. not via ESS. 
 
In the case of a formal managing unsatisfactory performance process being put into effect, the DAP process 
is placed on hold/suspended. 
 

3. References 
 
Public Service Act 2008 
Police Service Administration Act 1990 
Public Sector Ethics Act 1994 
Queensland Police Service Certified Agreement 2019 
State Government Entities Certified Agreement 2019 

https://qldpolice.sharepoint.com/:b:/r/sites/HumanResources/HR%20Polices%20and%20Procedures/Development%20and%20Performance/Development%20and%20Performance%20Review%20Policy.pdf?csf=1&web=1&e=Wja1cT
https://www.forgov.qld.gov.au/working-in-the-public-service/directives-awards-and-legislation/search-for-directives-policies-circulars-and-guidelines/positive-performance-management-directive-1520
https://www.legislation.qld.gov.au/browse/inforce
https://www.legislation.qld.gov.au/browse/inforce
https://www.legislation.qld.gov.au/browse/inforce
https://www.qirc.qld.gov.au/agreements/public-service-agreements
https://www.qirc.qld.gov.au/agreements/public-service-agreements
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Queensland Public Service Officers and Other Employees Award – State 2015 
General Employees (Queensland Government Departments) and Other Employees Award – 
State 2015 
Queensland Public Sector Chief Executive Officer and Queensland Public Sector 
Executive Performance Frameworks 
Leadership Competencies for Queensland and LC4QPS 
Code of Conduct for the Queensland Public Service 
Development and Performance Review Policy 
Paypoint progression arrangements 
Standard of Professional Practice 
Managing Unacceptable Performance Guidelines 
Positive Performance Management Directive 
 
4. Application and Exemptions 
 
These Guidelines apply to all Police personnel unless subjected to the following exemptions or special 
circumstances. 
 

4.1 Exemption due to employment type 
 
General exemptions apply to the following Police personnel: 
 
• police recruits and re-joiners, and other Police personnel undergoing initial training who are assessed 

under different processes; 
• temporary staff members engaged in a role for less than three months; 
• casual staff members engaged in a role for less than three months; and 
• contractors, persons engaged through a labour hire company, volunteers and other non-employees 

whose performance is governed by an engagement contract, contracting services agreement or similar. 
 
Participation in any or all parts of the DAP process is voluntary for these parties and may be subject to 
overriding policy (e.g. FYC assessment policy) or contractual obligations. 
 
The performance of the Commissioner and other senior executive officers is governed primarily by the 
Leadership Competencies for Queensland framework and Chief Executive Performance Objectives. CEO 
objectives are cascaded to senior executives tailored to suit their role and responsibilities. 
 

4.2 Temporary exemption due to absence 
 
Exemptions apply to Police personnel who are absent from the Service based on: 
 
• external secondment or deployment; 
• extended recreation, long service, sick, parental, special, or other approved leave; or 
• suspension. 
 
Primary reviewers are to place a DAP ‘on hold’ or ‘exempt’ within ESS, confirming the temporary exemption 
and noting the new DAP notification date. 
 
When the police officer/staff member returns to duty, the current DAP may be reactivated subject to any 
necessary amendments, or a new DAP is to be commenced. 
 

4.3 Specific arrangements due to change in Police personnel duties 
 
Police personnel impacted by the arrangements set out in the table below are to participate in the DAP 
process in accordance with the relevant provisions in these Guidelines. 

https://www.qirc.qld.gov.au/awards/modern-awards
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.forgov.qld.gov.au/review-employee-performance
https://www.forgov.qld.gov.au/review-employee-performance
https://www.forgov.qld.gov.au/review-employee-performance
https://www.forgov.qld.gov.au/leadership-competencies-queensland
https://qldpolice.sharepoint.com/sites/SouthernQueensland/SitePages/Leadership-Centre.aspx
https://www.forgov.qld.gov.au/code-conduct-queensland-public-service
https://qldpolice.sharepoint.com/:b:/r/sites/HumanResources/HR%20Polices%20and%20Procedures/Development%20and%20Performance/Development%20and%20Performance%20Review%20Policy.pdf?csf=1&web=1&e=Wja1cT
https://psbaqld.sharepoint.com/sites/intranet/hr/QPS/Policies%20%26%20Procedures/Pages/default.aspx
https://qldpolice.sharepoint.com/sites/CrimeCounter-TerrorismandSpecialistOperations/Ethical%20Standards%20Command/Forms/AllItems.aspx?RootFolder=%2Fsites%2FCrimeCounter%2DTerrorismandSpecialistOperations%2FEthical%20Standards%20Command%2FCommand%20Documents&FolderCTID=0x0120003A53F1990F02194FA469CD91C17E3FB6
https://psbaqld.sharepoint.com/sites/intranet/hr/QPS/Policies%20%26%20Procedures/Pages/default.aspx
https://www.forgov.qld.gov.au/directives-policies-and-guidelines
https://www.forgov.qld.gov.au/ceo-performance-agreements
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Specific Circumstances DAP Arrangements 
Police personnel who have had a 
temporary reduction in 
rank/classification 

Police personnel who have had a temporary reduction in 
rank/classification and salary are assessed at the level appropriate to their 
role.  

Police personnel relieving in other 
roles or performing higher duties 
within the Service (6 months or 
longer) 

Where the police officer/staff member is to perform duties in another 
Service role for six months or longer, the current DAP is to be finalised and 
a new DAP commenced for the new role. This new DAP will be in line with 
the prescribed DAP schedule. Usual reporting arrangements will apply 
with this new DAP to be finalised prior to the police officer/staff member’s 
return to their usual position.  
 
Once back in their substantive positions, a DAP can be completed with the 
reviewer in the police officer/staff member’s substantive position, in line 
with the DAP cycle 

Police personnel relieving in other 
roles or performing higher duties 
within the Service (less than 6 
months) 

Where the police officer/staff member is to perform duties in another 
Service role for a period less than six months, the primary reviewer and 
the police officer/staff member are to make appropriate notations in the 
existing DAP, with an option to include feedback via a DAP notification 
from the temporary supervisor. 

Police personnel transferred or 
promoted within the Service 

As per Police personnel performing other Service duties for six months or 
longer, the current DAP is to be finalised and a new DAP commenced for 
the new role which aligns with the DAP cycle. 

 

5. Cycle and Stages 
 
Regular development and performance conversations are evidenced through a twelve-month cycle of 
reporting in the form of a DAP agreement and DAP notifications. The annual DAP process comprises three 
main steps: 
 
1. Development and Performance agreement with completion of goal planning;  
2. Regular and constructive conversations throughout the agreement period (includes use of DAP 

notifications); and 
3. End of year assessment. 
 
To assist with the scheduling of conversations, the DAP system allows for numerous review periods to be 
set throughout the cycle that will generate reminders to the primary reviewer. 
 

5.1 Development and Performance agreement planning 
 
This stage involves the primary reviewer and the police officer/staff member meeting to discuss the major 
role responsibilities (guided by the position description), current objectives, priorities and performance 
expectations including behavioural indicators and developmental goals. Importantly, the DAP must 
encompass objectives and capabilities relevant to current organisational strategic plans, priorities statements 
and client service charters. 
 
A behavioural indicator refers to the way in which one acts or conducts oneself, especially towards others.  
The Leadership Competencies for Queensland include behavioural indicators designed to be observable and 
practical to assess and range in complexity across the leadership streams.  
 
The goals set during the planning stage should be Specific, Measurable, Achievable, Relevant, and Time-
Bound (SMART acronym). When including a development activity, Police personnel are to consider how the 
skills, knowledge and behaviours from development activity relate to the performance of their role and/or 
to their career aspirations.  This may be considered evidence towards the performance of the police 

https://www.forgov.qld.gov.au/leadership-competencies-queensland#what-is-a-leadership-behaviour-
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officer/staff member during the end of year assessment.  
 
The planning stage also offers an opportunity to acknowledge work performance that meets and exceeds 
expectations, anticipate challenges and identify early any learning and development required to facilitate 
role performance outcomes. 
 
In the case of central functioned roles, the primary reviewer is to discuss the proposed performance plan 
with additional reviewer/s. This may occur at any time during planning stage but prior to finalising the DAP. 
 
This planning stage establishes the focal points for performance and development over the coming cycle. The 
outcomes of the discussions must be recorded in DAP agreement in ESS and be sufficiently detailed to ensure 
all parties, particularly the police officer/staff member subject to the agreement, know and understand the 
priorities and standards required to meet the expectations of the role. 
 

5.2 Regular conversations 
 
Regular conversations are to take place between Police personnel and their primary reviewer throughout the 
year to review development and performance.  DAP notifications can be used to record the outcome of these 
conversations, including both positive and constructive feedback.   
 
Unacceptable work performance or any gap between actual and expected work performance is to be raised, 
documented and discussed with Police personnel as applicable throughout the DAP period, and Police 
personnel are to be offered appropriate support and reasonable time to self-correct.  For staff members, 
refer to the Positive Performance Management Directive (particularly clause 7).  
 
5.3 End of Year Assessments 
 
This stage involves the parties meeting to consider whether expectations across objectives and capabilities 
set out in the DAP Agreement have been met.  
 
Police personnel are encouraged to evaluate development activities undertaken, reflecting on what skills, 
knowledge and behaviours were learned, and then applied to the performance of their role, and/or how the 
activities relate to their career aspirations. 
 
A party to the agreement may provide appropriate supporting evidence relevant to the police officer/staff 
member’s performance in the role under review. In the case of central functioned roles, the primary reviewer 
is to consider feedback from additional reviewer/s prior to finalising the performance appraisal. 
 
The end of year assessment stage (December of each year) may immediately precede planning for the next 
annual cycle, although they are distinct processes. 
 
5.4 DAP notifications 
 
Police personnel and reviewers are encouraged to maintain notations in the online DAP notifications to 
record significant events or comments for reference during performance planning and reviews or for other 
purposes (e.g. recognition, referee reporting). DAP notifications are accessible by all approved parties to the 
current DAP. 
 
Anyone can log an entry via the DAP notifications for any other Police personnel.  Police personnel will have 
an opportunity to consider, and either accept or dispute notifications that are made in connection with their 
DAP agreement.  If a notification is disputed, it can be reviewed by the overviewer and on further 
consideration by the staff member/police officer who is the subject of the notification, be accepted, or 
cancelled and removed.  The original notification may be amended by the initiator before it is accepted.  
 

https://www.forgov.qld.gov.au/system/files/documents/directive-15-20-positive-performance-management.pdf?v=1600914532
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Entries not logged by the police officer/staff member’s primary reviewer will be sent initially to the police 
officer/staff member for comment, acceptance or disputed.    DAP Notifications left unactioned by a police 
officer/staff member (i.e. not agreed/disagreed with) will automatically close and populate into their DAP 
agreement after 4 weeks. 
 
Use of the DAP system, including DAP notifications, must be consistent with Police personnel obligations 
under the Code of Conduct and QPS Standard of Practice.  
 

5.5 Due Dates 
 
DAP reports are completed in accordance with the schedule outlined in the DAP Policy. Stages must be 
completed by Police personnel and their reviewer/s by the end of the relevant month and no later than four 
weeks past that due date. Auditing will be undertaken to identify outstanding DAPs and identify inactivity 
between stages. 
 
5.6 Overviewer 
 
If an overviewer is required by any party to the DAP process during any stage of the cycle, the overviewer 
should make a determination within 14 working days and this determination recorded, prior to the DAP 
process being progressed or closed (refer overviewer responsibilities in 6.3 of these Guidelines). Either party 
to the DAP may request intervention by the overviewer. 
 
6. Roles and Responsibilities 
 
6.1 Police Personnel 
 
Police personnel undertake work activities within the context of organisational priorities and targeting the 
achievement of performance including behavioural outcomes. It is the responsibility of Police personnel to: 
 
• actively engage with their reviewer/s in regular constructive development and performance 

conversations; 
• properly prepare for formal DAP discussions, documenting their performance towards achieving set 

objectives and in demonstrating the behaviours expected of their rank or classification.  
• provide their reviewer/s with information they consider relevant to the current review; 
• regularly review set priorities and, at the earliest opportunity, discuss with the reviewer/s any barriers to 

meeting those objectives; and 
• participate in all aspects of the DAP process. 
 
6.2 Primary Reviewer (Supervisor) 
 
This is usually the person to whom the police officer/staff member reports on a day to day basis and who 
regularly participates in performance conversations with that police officer/staff member. For central 
functioned OICs or other senior roles, the primary reviewer is a commissioned or other nominated senior 
officer from the owning command or division. 
 
For some roles there may be more than one reviewer. For example, a central functioned role will require 
input from the owning/functional supervisor (the primary reviewer) as well as the day to day/hosting 
supervisor (a secondary reviewer). 
 
A primary reviewer must be at least one rank or classification level above the police officer/staff member. 
The primary reviewer may also liaise with other Police personnel – secondary reviewer/s - for the purposes 
of performance planning and may seek their input or DAP notifications when reviewing development and 
performance (e.g. central functioned roles – owning and hosting supervisors). 
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A primary reviewer is required to complete the DAP process in consultation with the police officer/staff 
member and with other persons having indirect or shared supervisory responsibilities concerning the same 
police officer/staff member, or as otherwise necessary in accordance with Service values and policy. 
 
It is the responsibility of reviewers to: 
 
• actively engage with the police officer/staff member and other reviewer/s to facilitate regular 

constructive positive development and performance conversations; 
• properly prepare for formal DAP discussions including documenting performance observations and 

assessments; and 
• provide the police officer/staff member with information they consider relevant to the current review 

(e.g. documentation concerning performance observations and assessments made during the 
assessment cycle). 

 
Primary reviewers are also to: 
 
• regularly review set priorities and goals and, at the earliest opportunity, discuss with the police 

officer/staff member any barriers to meeting them or any material change in the priorities, goals and 
performance expectations; 

• ensure any additional reviewer/s are advised and updated as necessary on the performance priorities, 
goals and expectations; and 

• manage all aspects of the formal DAP processes. 
 
6.3 Overviewer 
 
The overviewer would be required when there is a difference of opinion/conflict between the reviewer and 
the police officer/staff member and agreement cannot be reached about the inclusions at the DAP planning 
stage, notifications or assessment. The overviewer is usually one rank or classification level above the primary 
reviewer within the same organisational group, or a person nominated by the accountable senior executive 
member. 
 
It is the responsibility of an overviewer to: 
 
• mediate the individual assessment/s in light of relevant subjective and contextual factors, in consultation 

with other parties to the performance agreement; 
• take action to facilitate the accuracy and consistency of the recorded information; and 
• take action to resolve any disagreement between DAP parties within 14 working days to enable the DAP 

process to be progressed or closed off. 
 

Any involvement required from an overviewer is recorded on the relevant DAP form at any review or 
assessment stage of the process. Any overviewer involvement through the DAP process is recorded via DAP 
notifications. 
 

6.4 Officer in Charge/Manager 
 
The Officer in Charge/Manager: 
 
• ensures primary reviewers have been assigned and that all Police personnel under their control are aware 

of their DAP roles and responsibilities; 
• authorises changes to DAP roles during the annual cycle; 
• is responsible for the effective and efficient management of the DAP process for their station/s or work 

unit/s; and 
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• establishes and communicates how the work unit level priorities, goals and plans link to and direct 
individual development and performance agreements. 

 

6.5 District and Regional (and equivalent) Managers 
 
District and Regional (or equivalent) Managers: 
 
• review and assess consolidated data generated from the DAP system; 
• manage organisational performance matters arising from or affecting the DAP process; and 
• may work with local Police Personnel assigned organisational performance coordination responsibilities 

(e.g. Regional Inspector, Performance). 
 

6.6 Human Resources 
 
Human Resources is responsible for: 
 
• developing and maintaining the DAP Policy and Guidelines; and 
• providing advice regarding processes and monitoring overall compliance with Service policy. 
 
6.7 Performance System Administration 
 
Performance System administration is responsible for: 
 
• attending to technical or system related issues associated with ESS; and 
• facilitating system based reporting on the DAP process. 
 
7. Reviewing Performance 
 
7.1 Senior Executive Officers 
 
Senior executive members are assessed by the same methodology across the Queensland public service. 
Further information on the performance management process for senior executive officers is published by 
the Public Service Commission. 
 

7.2 All Other Police Personnel 
 
For all other Police personnel, performance is assessed across expectations expressed in objectives and 
capabilities. End-cycle achievement is recorded as ‘met’ or ‘not met’. During the DAP period and the end-
cycle stages, performance is recorded against individual items with the opportunity to provide a short 
narrative. 
 
Any assessment that identifies a police officer/staff member is not meeting performance expectations 
require a comment from the primary reviewer (following conversation/s between the police officer/staff 
member and the reviewer/s). 
 
An assessment of overall development and performance is recorded as ‘met’ or ‘not met’.  
 

8. Managing Performance Outcomes 
 
8.1 Senior Executive Officers 
 
Senior executive member performance outcomes are managed as per the methodology published by the 
Public Service Commission. 
 

https://www.forgov.qld.gov.au/executive-performance-agreements
https://www.forgov.qld.gov.au/executive-performance-agreements
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8.2 All other Police personnel 
 
All other Police personnel’s performance outcomes are subject to the DAP Policy and Guidelines.  For staff 
members, the Positive Performance Management Directive also applies.  
 

8.3 Higher Level Performance 
 

Higher level performance occurs where performance expectations are exceeded across the range of 
objectives and capabilities and is supported with separate supporting evidence.  Comments about higher 
level performance may be recorded using DAP notifications. 
 
The reviewer may support additional learning and development strategies in consultation with Police 
personnel which will assist them to achieve career aspirations outside of the current role. Such development 
opportunities may include the provision of coaching, mentoring, networking or ‘work shadowing’ 
opportunities; support for secondments, job rotations or higher duties; or advanced training or formal 
education. 
 

8.4 Individual Development Plan  
 
An individual development plan is an option available to Police personnel to build on and leverage identified 
strengths and develop areas where gaps in behaviours, knowledge, and skills are identified during the DAP 
process. More information is available on the Leadership Centre and on the Training and Development 
intranet page.  
 
Where an individual development plan is to be implemented as part of DAP, this should be noted via a DAP 
notification. 
 

8.5 Unacceptable Work Performance 
 
Unacceptable work performance or any gap between actual and expected work performance is to be raised, 
documented and discussed with Police personnel as applicable throughout the DAP period, and Police 
personnel are to be offered appropriate support and reasonable time to self-correct.  
 
At any time during the DAP process and after all reasonable action to resolve performance issues has been 
undertaken, a reviewer may seek to initiate the formal process for managing unacceptable performance 
where they consider it is fair and reasonable in the circumstances. The steps required to determine if it is 
‘fair and reasonable’ are set out in the Managing Unacceptable Performance Guidelines. 
 
The DAP process is suspended when a ‘managing unacceptable performance’ process has been initiated or 
remains current. The DAP process is distinct from the management of unacceptable work performance. For 
further information, refer to the Managing Unacceptable Performance Guidelines and the Positive 
Performance Management Directive (for staff members only). 
 
9. Records 
 
Performance records are maintained in the ESS. The making, amending, deleting, retaining, referencing, 
copying, distribution or publishing of such official records remains subject to legislation and Service policy. 
 

10.  Access to Performance records 
 
Parties to the current DAP arrangements are able to view all current and previous official performance 
records via ESS. 
 
Managers down to the Officer in Charge or equivalent level are able to view development and performance 

https://www.forgov.qld.gov.au/system/files/documents/directive-15-20-positive-performance-management.pdf?v=1600914532
https://qldpolice.sharepoint.com/sites/Traininganddevelopment/SitePages/Individual-Development-Plans.aspx?source=https%3a//qldpolice.sharepoint.com/sites/Traininganddevelopment/SitePages/Forms/ByAuthor.aspx
https://www.forgov.qld.gov.au/documents/directive/1520/positive-performance-management
https://www.forgov.qld.gov.au/documents/directive/1520/positive-performance-management
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assessments for all Police personnel for whom they have primary performance management accountability. 
Access otherwise to individual DAP reports, or information contained within these reports, is subject to 
privacy arrangements applicable to personnel records and may require individual Police personnel consent 
for release and use. 
 
Access to individual Performance and Development Agreement (PDA) reports completed prior to the 
commencement of the DAP ESS process remains subject to individual Police personnel consent for release 
and use. 
 
For further information, refer to the Access and Disclosure of Human Resource Information Policy. 
 

11.  Complaints and Grievances 
 
DAP is a collaborative process based on the principles of good will including fair and reasonable dealings. 
Early resolution of concerns and proactive action taken at the local level remains a central theme and a 
cornerstone of good management. 
 
In participating in the DAP process, all parties are to be mindful of their obligations under the Standard of 
Professional Practice. 
 
Staff members may be eligible to lodge a grievance under the Individual Employee Grievance Directive.  
 
11.1 Disagreement with DAP Assessment 
 
Should any party to the DAP agreement disagree with any of the statements or assessments made during the 
DAP cycle (including DAP notifications), the record may be referred to the overviewer. The overviewer will 
determine an outcome by negotiation with the parties. The basis for the determination is to be provided in 
writing. 
 
There may be instances where a participant in the process feels it appropriate to refer a matter for more 
formal resolution. Formal processes may be commenced at any time during the DAP cycle in accordance with 
Service policy. 
 
For further information, refer to the Complaint and Client Service Reporting and Grievance policies.  Staff 
members may be eligible to lodge a grievance under the Individual Employee Grievance Directive.  
 

12.  Links to other Human Resource Processes 
 
DAP is part of the big picture development and performance management framework and links to several 
human resource related practices. 
 

12.1 Recruitment and Selection 
 
The DAP process is separate from promotion or other selection activities but linked as another component 
of the development and performance management group of activities. 
 
The position description for a role will outline key accountabilities for the specific role and 
capabilities/behavioural requirements under ‘Are you the right person for the job’. A DAP plan should be 
developed with reference to the position description to determine objectives which facilitate development 
for Police personnel within their appointed role. 
 
The leadership competencies for Queensland is the framework which allow Police personnel to self-assess 
and work towards promotion by referring to the results, vision and accountabilities relevant to each rank or 
classification. 

https://qldpolice.sharepoint.com/sites/CrimeCounter-TerrorismandSpecialistOperations/Ethical%20Standards%20Command/Command%20Documents/Standard%20of%20Professional%20Practice%20QPS.pdf?web=1
https://qldpolice.sharepoint.com/sites/CrimeCounter-TerrorismandSpecialistOperations/Ethical%20Standards%20Command/Command%20Documents/Standard%20of%20Professional%20Practice%20QPS.pdf?web=1
https://www.forgov.qld.gov.au/system/files/documents/directive-11-20-individual-employee-grievances.pdf?v=1600914290
https://qldpolice.sharepoint.com/sites/StrategyandCorporateServices/Shared%20Documents/Forms/AllItems.aspx?RootFolder=%2Fsites%2FStrategyandCorporateServices%2FShared%20Documents%2FEthical%20Standards%20Command%2FCommand%20Documents&FolderCTID=0x0120006C49CDDAA549CA4C9637FA897278307F
https://psbaqld.sharepoint.com/sites/intranet/hr/QPS/Policies%20%26%20Procedures/Pages/default.aspx
https://www.forgov.qld.gov.au/system/files/documents/directive-11-20-individual-employee-grievances.pdf?v=1600914290
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A selection panel can request information from the DAP system for the purpose of considering merit. This 
request should be made to the police officer/staff member in the first instance. A selection panel may also 
access individual performance information through other acceptable means such as referee reports. The 
principles of natural justice will be followed throughout any recruitment and selection process. 
 
Police personnel are to the have opportunity to respond to adverse information obtained from the DAP 
system for the purpose of considering merit in a selection process.  See the Merit Selection Standard and the 
Recruitment and Selection Directive (for staff members, clause 9). 
 

12.2 Police Personnel on probation 
 
A DAP agreement is commenced as normal with a DAP notification date suitable to the probation period. The 
primary reviewer and police officer/staff member would commence a DAP agreement as per normal 
processes and review it in line with the schedule outlined in the DAP Policy.  Police personnel are to be given 
prompt and appropriate feedback on work performance and feedback on areas of work performance that 
need improvement. 
 
For staff members, a structured review will be required where unacceptable work performance issues persist 
that may result in termination of employment prior to the end of the probationary period if the 
issues are not resolved. Structured review is not a formal performance improvement plan (see the Positive 
Performance Management Directive, clause 6.5). 
 
At a suitable date prior to the expiry of the probation period, the Police personnel’s performance should be 
discussed with the reviewer and a decision made as to whether the appointment is to be confirmed, 
probation extended, or otherwise. 
 
12.3 Pay Point Progression 
 
Satisfactory work performance is a factor to be considered when determining Police personnel eligibility for 
a pay point progression, in accordance with the provisions outlined in the applicable pay point progression 
documentation and industrial instruments. 
 

12.4 Career Planning and Development 
 
The DAP process is separate from professional development and career planning activities but linked as 
another component of the development and performance management group of activities. 
 
Performance is assessed in relation to an individual’s current role and at their current rank/classification, 
subject to principles under the DAP Guidelines. Consequently, under DAP policy, there are no obligations 
placed on Police personnel or on the Service to meet learning and development strategies identified for 
career advancement, career change, or other aspirational purposes. 
 
Police personnel may utilise their DAP assessment results to inform professional development and career 
planning activities, for example, by including aspirational goals and individual development associated with 
a self-identified career path. 
 

13. Appeals (Staff Members) 
 
Pursuant to section 194(1)(a) of the Public Service Act 2008, staff members aggrieved by a decision to take, 
or not take, action under the Positive Performance Management Directive, may appeal the decision.  Appeals 
are made to the Queensland Industrial Relations Commissions (QIRC).  The QIRC website provides details on 
lodging an appeal.  Further information is also available in the Appeals Directive. 
 

https://www.forgov.qld.gov.au/system/files/documents/directive-12-20-recruitment-and-selection_0.pdf?v=1600914369
https://www.forgov.qld.gov.au/system/files/documents/directive-15-20-positive-performance-management.pdf?v=1600914532
https://www.forgov.qld.gov.au/system/files/documents/directive-15-20-positive-performance-management.pdf?v=1600914532
https://www.forgov.qld.gov.au/system/files/documents/directive-15-20-positive-performance-management.pdf?v=1600914532
https://www.forgov.qld.gov.au/documents/directive/0720/appeals
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14. Definitions 
 

Central Functions, hosting and owning areas 
 
Work units defined as a ‘central function’ are owned by a command or division (the ‘owning area’) but are 
located in a region or another command or division (the ‘hosting area’). 
 
Development for an individual 
 
Managers should work with individuals in their teams to assist them to identify their own needs for additional 
knowledge, skills and experience and the development activities that meet these needs.  Individuals are 
responsible for identifying ways they could improve their work performance, which may be through 
education, training and development. 
 
Development refers to the improvement, diversification and/or advancement of individual knowledge, skills 
and experience to meet current and future organisational needs, personal career aspirations and/or for 
personal professional fulfilment through ongoing learning/experience.  Development can assist Police 
personnel to diversify or update skills in their current role (supporting them to do their current job better), 
support them to move (at level) into different roles or career paths or to advance to higher classification 
levels or ranks.   
 
Development is not limited to performing higher duties or completion of formal courses. It can include a 
range of activities such as education programs, on-the-job training, mentoring by experienced staff, 
attendance at external courses conducted by skilled professionals, attending conferences or information 
sessions, participating in different projects within your existing team, sharing skills and knowledge. 
 
Demonstrating the application of the skills, knowledge and behaviours learned during the development to 
their position and daily duties may be evidence of performance or performance improvement by the police 
officer/staff member.  
 
Development and Performance (DAP) Agreement  
 
The formal agreement and record of performance discussions between Police personnel and their 
reviewer/s, and which is created in ESS. At a minimum, it specifies development opportunities, performance 
priorities and expectations, and records review results and formal feedback. 
 

Development and Performance (DAP) Cycle 
 
The formal annual process of individual development and performance review comprising three defined 
elements: a planning stage, regular constructive conversations and an end-cycle assessment stage. The cycle 
is based on the requirement for regular constructive development and performance conversations which 
occur on an ongoing basis as a part of a professional supervisor-employee relationship. 
 
Development and Performance (DAP) Notification 
 
A DAP notification is a record of a comment, conversation, positive or constructive feedback about the police 
officer/staff member that relates to their performance and/or development.  It is recorded in ESS.  It can 
originate from the police officer/staff member who is the subject of the DAP agreement, their primary 
reviewer or a third party (by acceptance of the police officer/staff member subject to the DAP agreement). 
 
Leave approver 
 
The person who is authorised and nominated to approve leave applications through ESS. 
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Parties to the process 
 
The parties to the DAP process are the subject police officer/staff member, their reviewer, and the 
overviewing officer. For Police personnel under shared supervisory arrangements (e.g.central functioned 
Officers in Charge) there may be additional/secondary reviewers. 
 

Senior Executive Officers 
 
The generic title for executive leadership members and includes the Commissioner (as chief executive), 
Deputy Commissioners, Assistant Commissioners and officers at the Senior Executive Service (SES) 
classification level. 
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1. Application 

This policy applies to all Police personnel who are required to actively participate in the Service’s 
performance management process, unless exempt or otherwise authorised. It should be noted that 
members at the Senior Executive level participate in a modified whole-of-government arrangement, 
although the overall principles remain the same. 
 
The term Police personnel includes staff members and police officers. 
 

2. Statement 

The Development and Performance Review (DAP) framework supports an engaged, capable and effective 
workforce which is paramount to achieving the Queensland Police Service’s (QPS) vision of Queensland - 
the safest State, and the QPS purpose that together, we prevent, disrupt, respond and investigate. 

DAP has been established for the management and development of positive Police personnel performance 
with a renewed emphasis on regular and constructive two-way conversations between supervisor and 
Police personnel. 

As such, the development and performance framework provides a system to help clarify work priorities, 
support Police personnel, discuss and document career options and aspirations, and provide professional 
development opportunities. 

DAP is an integral part of a suite of human resource management policies and processes that support the 
Public Service Values of: 

 

 
It also supports the QPS values of: 

 
• Integrity - Is in everything we do. We are honest, trustworthy and hold each other to a high 

standard. 

• Professionalism - Times are challenging but if we are professional in everything we do, our 
communities will continue to support us. 

• Community - We support each other and lend a hand to ensure we can respond to community 
needs as well as the needs of our policing community. 

• Respect and Fairness - We treat each other and our communities as we would like to be treated 
ourselves - with fairness, dignity and respect. 

This policy is to be read in conjunction with the Development and Performance Review Guidelines, and the 
Managing Unacceptable Performance Standard.  For staff members, this policy must also be read in 
conjunction with the Positive Performance Management Directive (which outlines the principles of positive 
performance management in section 25A of the Public Service Act 2008). 

The QPS is committed to respecting, protecting and promoting human rights. Under the Human Rights Act 
2019, QPS has an obligation to act and make decisions in a way that is compatible with human rights and, 
when making a decision, to give proper consideration to human rights. When carrying out activities under 
this policy, Police personnel must comply with that obligation. 
 

https://qldpolice.sharepoint.com/:b:/r/sites/HumanResources/HR%20Polices%20and%20Procedures/Development%20and%20Performance/Development%20and%20Performance%20Review%20Guidelines.pdf?csf=1&web=1&e=SdqQS8
https://qldpolice.sharepoint.com/sites/HumanResources/HR%20Polices%20and%20Procedures/Forms/AllItems.aspx?id=%2Fsites%2FHumanResources%2FHR%20Polices%20and%20Procedures%2FDevelopment%20and%20Performance%2FManaging%20Unacceptable%20Performance%20Standard%2Epdf&parent=%2Fsites%2FHumanResources%2FHR%20Polices%20and%20Procedures%2FDevelopment%20and%20Performance
https://www.forgov.qld.gov.au/documents/directive/1520/positive-performance-management
https://www.legislation.qld.gov.au/browse/inforce
https://www.legislation.qld.gov.au/browse/inforce
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3. Induction and Probation – Staff Members 

For new staff members, the DAP process is underpinned by the induction process.  The purpose of an 
induction for new staff members is to provide them with a knowledge and understanding of the work 
performance and personal conduct expectations (see the Code of Conduct, Standard of Practice and 
section 26 of the Public Service Act 2008 (PS Act)) and an awareness of the work performance expectations 
for their position and an awareness of the DAP Policy and Guidelines. 
 
Where a staff member is subject to a probationary period under section 126 of the PS Act or the applicable 
industrial instrument, during the probation process, managers must ensure the staff member receives:  
 
(a) a clear statement of the work performance expectations for the probationary period (this can be 
through the DAP process)  
(b) prompt and appropriate feedback on work performance, including recognition of acceptable and 
exceptional work performance, and feedback on areas of work performance that need improvement  
(c) a structured review where unacceptable work performance issues persist that may result in termination 
of employment prior to the end of the probationary period if the issues are not resolved  
(d) a structured review before the end of the probationary period to: 
  

(i) confirm the appointment, or  
(ii) extend the probationary period for a further period, or  
(iii) terminate the employment.  

The structured review process is to be used to determine whether to confirm the appointment; extend the 
probationary period for a further period of time, or terminate the employment. 

The structured review is not a Performance Improvement Plan under the Managing Unacceptable 
Performance Guidelines.  
 

 

4. Principles 

DAP is firmly premised on a commitment to: 

• Police personnel and their supervisors having regular constructive, positive performance 
conversations and interactions, and not just reserving these conversations to formal performance 
cycle review stages; 

• pro-actively managing the personal and professional development of Police personnel; 

• recognising the strengths, requirements and circumstances of Police personnel and valuing their 
contributions; 

• setting clear expected outcomes and recognising performance that meets or exceeds these 
expectations; 

• providing opportunities and support to Police personnel for improving performance including 
training and development opportunities; 

• identifying at the earliest opportunity performance that does not meet expectations; 

• proactively manage work performance and take prompt and appropriate action if unacceptable 
work performance arises; 

• achieving a positive performance management culture; 
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• ensuring that both the manager/supervisor and Police personnel are obliged to participate in the 
process; and 

• having regular performance dialogue and activities formally evidenced through an appropriate 
reporting cycle. 

For staff members, section 186C of the PS Act requires managers to apply positive performance 
management principles before taking disciplinary action for work performance 

 
5. Overview and Aims 

DAP aims to: 

• embed a process around positive development and performance management that encourages 
regular conversations to facilitate and enhance meaningful two-way development and 
performance feedback; 

• provide a renewed focus on leadership excellence by having core capabilities aligned with strategic 
objectives and behavioural outcomes. Core capabilities involve strategic, results-driven 
development and performance characterised by personal integrity, productive working 
relationships and effective communication; 

• build capability by providing clear expectations regarding individual (including supervisory) 
development and performance; and 

• enable a cycle of continuous development that promotes: 
- appropriate acknowledgement of higher levels of performance; 
- learning and development to enhance performance in the current role or function; and 
- early and appropriate management of unacceptable performance. 

 

The DAP policy aligns with the Queensland Public Sector Performance Framework (Senior Executives) 
which is based on a balanced scorecard approach. This approach analyses performance against four 
perspectives: 

 
• Whole-of-government leadership and collaboration; 
• Organisational priorities; 
• Organisational financial management; and 
• Organisational leadership and culture. 

 

For non-executive Police personnel, the DAP policy aligns with the leadership competencies for 
Queensland framework. 

Development and performance management is designed to cascade throughout the QPS from corporate 
to frontline levels, and from Commissioner / senior executive levels to all Police personnel. This supports 
coordinated linkages between strategic, operational/team-based and individual development and 
performance planning and review processes. 

Development and performance, in conjunction with various education programs, provides the mechanism 
for assessing an individual’s attainment of the competencies required for movement through pay points 
within ranks for police officers and provides a useful tool for determining whether or not pay point 
progression will be approved for staff members. 

The DAP process will generally operate over a 12-month cycle per the table below. 
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Employee Group Establish agreement End of year assessment 

Commissioner 
Senior Executive (Deputy 
Commissioner, Assistant 
Commissioner, Executive Director) 

CoP – July (Draft) and Aug 
(Final with Ministerial 
endorsement) 
SES – August 

CoP – July 
SES – August 

Constable to Chief Superintendent 
AO2 to Senior Officer 

January December 

 

 
6. References 

 
• Public Service Act 2008 
• Police Service Administration Act 1990 
• Public Sector Ethics Act 1994 
• Queensland Police Service Certified Agreement 2019 
• Queensland Public Service Officers and Other Employees Award – State 2015 
• General Employees (Queensland Government Departments) and Other Employees Award – State 

2015 
• Queensland Public Sector Chief Executive Officer and Queensland Public Sector Executive 

Performance Frameworks 
• Leadership Competencies for Queensland and LC4QPS 
• Code of Conduct for the Queensland Public Service 
• Development and Performance Review Guidelines 
• Paypoint progression arrangements 
• Standard of Professional Practice 
• Managing Unacceptable Performance Standard 
• Positive Performance Management Directive 

https://www.legislation.qld.gov.au/browse/inforce
https://www.legislation.qld.gov.au/browse/inforce
https://www.legislation.qld.gov.au/browse/inforce
https://www.qirc.qld.gov.au/agreements/public-service-agreements
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.qirc.qld.gov.au/awards/modern-awards
https://www.forgov.qld.gov.au/review-employee-performance
https://www.forgov.qld.gov.au/review-employee-performance
https://www.forgov.qld.gov.au/review-employee-performance
https://www.forgov.qld.gov.au/leadership-competencies-queensland
https://qldpolice.sharepoint.com/sites/SouthernQueensland/SitePages/Leadership-Centre.aspx
https://www.forgov.qld.gov.au/code-conduct-queensland-public-service
https://qldpolice.sharepoint.com/:b:/r/sites/HumanResources/HR%20Polices%20and%20Procedures/Development%20and%20Performance/Development%20and%20Performance%20Review%20Guidelines.pdf?csf=1&web=1&e=SdqQS8
https://psbaqld.sharepoint.com/sites/intranet/hr/QPS/Policies%20%26%20Procedures/Pages/default.aspx
https://qldpolice.sharepoint.com/sites/CrimeCounter-TerrorismandSpecialistOperations/Ethical%20Standards%20Command/Forms/AllItems.aspx?RootFolder=%2Fsites%2FCrimeCounter%2DTerrorismandSpecialistOperations%2FEthical%20Standards%20Command%2FCommand%20Documents&FolderCTID=0x0120003A53F1990F02194FA469CD91C17E3FB6
https://qldpolice.sharepoint.com/sites/HumanResources/HR%20Polices%20and%20Procedures/Forms/AllItems.aspx?id=%2Fsites%2FHumanResources%2FHR%20Polices%20and%20Procedures%2FDevelopment%20and%20Performance%2FManaging%20Unacceptable%20Performance%20Standard%2Epdf&parent=%2Fsites%2FHumanResources%2FHR%20Polices%20and%20Procedures%2FDevelopment%20and%20Performance
https://www.forgov.qld.gov.au/directives-policies-and-guidelines
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Managing Unacceptable Performance & 
Conduct – Fact Sheet 
 
The process for managing unacceptable work performance must be supportive, directed to the 
positive performance management principles, and take into account work and non-work-related 
factors that may be affecting the employee. This Fact Sheet provides some practical tips and is to 
be read in conjunction with your department’s policies and standards. It is provided to assist 
supervisors to: 
 

• identify unacceptable work performance and have an initial discussion with their employee 

• examine informal options for addressing issues 

• initiate a formal process 

• take action where performance does not improve to a satisfactory level 

• know who to contact for further information 
 
Supervisors should use the natural justice checklist as a guide throughout the performance 
improvement process. Confidentiality is to be maintained by all parties throughout the 
process. Records of meetings and related documentation are to be maintained in secure 
local files. 
  

Identifying Unacceptable Work Performance 
 
Unacceptable work performance refers to an employee’s: 
 

• persistent or significant underperformance in undertaking the requirements of their role, 
as identified through the development and performance (DAP) cycle (e.g. competencies 
noted as requiring development or other management action, or a final overall rating of 
unacceptable); and/or  

• behaviour that does not comply with the Code of Conduct and related policies and standards; 
and/or  

• poor attendance patterns. 
 

Where an employee demonstrates unacceptable performance or behaviour, their 
manager/supervisor needs to address this in a timely manner at the local level. In the initial stages, 
this may be through an informal conversation. 
 
To do this, managers should read your agency’s relevant policies and standards and arrange to 
meet with the employee to discuss: 
 

• the employee’s behaviours and performance relevant to their role and requirements 

• the employee’s responses to the issues raised 

• the reasons for their behaviour/performance issues (a range of direct and indirect causes 
might be relevant, such as faulty job design, personal circumstances, ill health, relationships 
with co-workers, indolence and insufficient skills) 

• what informal action can be taken to address the performance/behavioural issues (options 
might include such things as mentoring, rehabilitation, mediation, training). 
 

https://qldpolice.sharepoint.com/sites/HumanResources/QPS%20HR/Checklists/QPS%20Checklist%20Natural%20Justice.docx?web=1
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The Workplace Assessment and Support Team, in consultation with the Cultural Transformation 
Team , can provide Commissioned Officers in charge of Regions, Commands, Divisions, Districts or 
Groups; or Officers in Charge of stations / sections with Cultural transformation assistance . 

 
Reviewing the effectiveness of informal processes 
 
It is important to meet with an employee to discuss how the informal measures to address their 
performance issues are working. If the informal measures are effective at addressing the issues, a 
formal process will not be required. The conversations between the manager and employee can 
remain informal. 
 
However, if the supervisor identifies that the informal measures have not been effective, a formal 
process may need to commence. In these instances, supervisors should meet with the employee 
(providing them with reasonable notice and the opportunity to bring a support person) to: 
 

• discuss the outcome of the informal measures 

• ensure the employee understands the all the issues and has the opportunity to respond 

• discuss the intention to move to a formal performance improvement plan and what this will 
involve 

• discuss the potential consequences of the employee failing to meet agreed requirements 

• organise a time to establish a formal performance improvement plan. 
 

A record of the meeting should be maintained. 
 

Establishing a performance improvement plan 
 
A formal process for managing unacceptable work performance involves establishing a performance 
improvement plan (PIP). The PIP is only to be raised where the chief executive considers it fair and 
reasonable in the circumstances. Please refer to the Positive Performance Management Directive 
for the conditions to be met in determining if a PIP is fair and reasonable. 
 
If the employee has already been through a formal process (PIP) for the same or similar issue/s 
within the last 6 months, their supervisor may consider alternative avenues, such as: 
 

• discussing options with the Manager/Officer in Charge and/or the Human Resources contact 
and/or a representative from Safety and Wellbeing (depending on the issues to be 
addressed). A case management style meeting between these representatives may be 
helpful to look at the issues holistically and develop different options; or 

• raising the issue as a disciplinary matter with the Delegated Officer (and pursuing a show 
cause process) 
 

The disciplinary proceeding process should be undertaken in accordance with current Ethical 
Standards Command and Public Service Commission guidelines/policies. It is not intended that 
matters of unacceptable performance be managed through the formal complaints process where 
local management resolution is an appropriate option or where a Delegated Officer can proceed with 
an appropriate disciplinary process.  
 
To establish a PIP, supervisors should arrange to meet with the employee, giving the employee 
reasonable written notice of the meeting. 
 
An employee may choose to bring a support person to the meeting. 
 

https://qldpolice.sharepoint.com/sites/HumanResources/QPS%20HR/Templates/Performance%20Improvement%20Plan%20(PIP).doc?web=1
https://qldpolice.sharepoint.com/sites/HumanResources/QPS%20HR/Templates/Performance%20Improvement%20Plan%20(PIP).doc?web=1
https://www.forgov.qld.gov.au/documents/directive/1520/positive-performance-management
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At the meeting explain the process and provide any relevant documentation to the employee 
including their position description, and any relevant policies. Provide evidence of unsatisfactory 
performance, taking care to focus on behaviours and work outcomes which were not met. 
 
The template should be used to establish a PIP, which will include details of:  
 

• the areas of work performance for the role that the employee needs to improve 

• the expected work performance with reasonable and measurable outcomes 

• any gaps between actual and expected work performance 

• the support to be offered to the employee 

• the frequency of feedback meetings and how additional feedback will be provided 

• its duration including start and end dates 

• specific strategies to address and achieve the expected work performance 

• potential consequences if expected work performance is not met including the 
commencement of a disciplinary process.  

 
A PIP is to be established for a maximum of 3 months. 
 
A copy of the PIP should be provided to the employee. The original version should be kept in a 
confidential file by the supervisor. 
 
Once a PIP is established, the supervisor and employee need to meet regularly throughout the PIP 
process to discuss progress. At the end of PIP period, a review session should be held to look at 
whether the performance objectives of the PIP have been met. 
 
If the employee’s performance improves to a satisfactory level, the PIP can be finalised and the 
Performance Review and Development process can recommence. 
 
A record of the meeting should be maintained. 
 
If performance does not improve to a satisfactory level 
 
Should the employee’s performance/behaviour not improve to a satisfactory level after a PIP, the 
following avenues may be pursued: 
 

• A case management style meeting between the supervisor, manager/officer in charge and/or 
the Human Resources contact and/or a representative from Safety and Wellbeing 
(depending on the issues to be addressed) may be useful to look at the issues/actions 
holistically and develop options. The meeting may be used to discuss, in confidence, such 
things as: 

− issues pertaining to the employee’s unacceptable performance or behaviour 

− the steps that have been taken to date to address the issues, what has or has not 
worked 

− what may be the best way forward. 
 
 A record of the meeting should be retained. 
 

To ensure natural justice is met, the employee in question should be informed that a case 
management meeting will be taking place, what the outcomes of the meeting were and given 
the opportunity to respond to the options proposed for implementation (i.e. show cause 
process). 
 
Any action taken at the end of the case management meeting needs to be with the approval 
of the applicable delegated authority. 

https://qldpolice.sharepoint.com/sites/HumanResources/QPS%20HR/Templates/Performance%20Improvement%20Plan%20(PIP).doc?web=1
https://qldpolice.sharepoint.com/sites/HumanResources/SitePages/HR-Delegations-and-Authorities-Schedule.aspx?csf=1&web=1&e=50HaG4
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• In exceptional circumstances only, the PIP may be extended for period of no more than 3 
months. 
 

• Disciplinary action may be pursued (s 187 Public Service Act 2008) via a report to the 
applicable delegated authority and consistent with natural justice. 

 
The disciplinary proceeding process should be undertaken in accordance with current Ethical 
Standards Command and Public Service Commission policies/guidelines. It is not intended 
that matters of unacceptable performance be managed through the formal complaints 
process where local management resolution is an appropriate option or where a delegated 
authority can proceed with an appropriate disciplinary process. 
 

• Where reasonable and appropriate, a medical examination may be requested (s 175 Public 
Service Act 2008) and action taken giving consideration to the outcome of the examination. 
Contact should be made with the responsible Principal HR Consultant to discuss this option. 

 

Reporting Requirements 
 
The Public Service Commission’s (PSC) Conduct and Performance Excellence service (CaPE) will 
support managers and HR professionals in agencies to promote excellent conduct and high 
performance. 
 

Confidentiality of the MUP Process 
 

The MUP process requires confidentiality.  Documents relating to the process are to be kept in a 
secure place by the supervisor or manager for three (3) years, after which time all copies and 
originals are to be destroyed. 
 
If during the MUP process you are transferred or promoted elsewhere, you are to brief and pass the 
documents to the new supervisor or next in line manager in order to continue managing the process. 
 

Management of Members with Health and /or Personal Problems 
 

Where you consider that the member’s unacceptable performance issues may stem from a medical 
problem, refer to the Injury/Illness Management Policy. 
 
If the unacceptable performance appears to be due to a personal problem, advise the member of 
the availability of Employee Wellbeing services.   
 

Appeals 
 
An employee may appeal a decision to take, or not take, action under the Positive Performance 
Management Directive under section 194(1)(a) of the Public Service Act. 
 
 

https://qldpolice.sharepoint.com/sites/HumanResources/SitePages/HR-Delegations-and-Authorities-Schedule.aspx?csf=1&web=1&e=50HaG4
https://www.forgov.qld.gov.au/conduct-and-performance-excellence-cape-service
https://www.forgov.qld.gov.au/documents/directive/1520/positive-performance-management
https://www.forgov.qld.gov.au/documents/directive/1520/positive-performance-management
https://www.legislation.qld.gov.au/view/html/inforce/current/act-2008-038


 

 

 

 

    

 
Our Reference:22/058624 
Contact Officer: Jen O’Farrell  

 
SENSITIVE 

 
 
19 April 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information Commission of Inquiry into specific 

matters relating to the Crime and Corruption Commission (Commission 
of Inquiry) 

 
I refer to your correspondence dated 12 April 2022, in which you have requested 
additional information to supplement information provided by the Crime and 
Corruption Commission (CCC). Each matter will be addressed separately.  
 
A diagram detailing the steps leading to a referral to, and decision by, a seconded 
police officer to initiate a criminal prosecution. The diagram should set out the 
matters to be considered at each step with reference to relevant policies or 
procedures that guide decision-making.  
 

1. The diagram detailing the steps leading to a referral to, and a decision by, a 
seconded police officer to initiate a criminal prosecution is provided at 
Attachment A. 

 

In relation to the use of multi-disciplinary teams in CCC investigations, what are the 
typical sets of skills involved or possessed by members of the multi-disciplinary 
teams tasked with corruption investigations. Do these teams typically involve a legal 
officer? What are the levels, seniority and experience of the various members of the 
teams including police officers and non-police officers?  

mailto:submissions@cccinquiry.qld.gov.au
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Are the multi-disciplinary teams in corruption investigations all of the ‘Corruption Operations 
Teams’ detailed in the organisational structure at pages 14-19 of Attachment A? If the answer to this 
question is ‘No’, how many members of the Corruption Operations Teams can, and typically are, 
allocated to a multi-disciplinary investigation team? How many civilian investigators from outside 
the Corruption Operations Teams are allocated to investigation teams? Finally, how long has each 
member of the Corruption Operations Teams been seconded to the CCC and been part of the 
Corruption Operations Team of which they are presently a member?  
 

2. Crime and corruption investigations frequently rely on a combination of experienced investigators, 
lawyers, forensic accountants, forensic computing specialists, and intelligence analysts, all of 
whom bring their different skills to bear to progress the investigation. 

3. At different stages of the investigation, different professional disciplines will come to the fore to 
progress the investigation.  

4. With respect to its Corruption function and as outlined in Attachment A of the CCC’s response of 
11 April 2022, the CCC currently has a base establishment of 46.8 FTE (18 officers seconded from 
the Queensland Police Service (QPS), 28.8 civilian) in Corruption Operations (as at January 2022). 
This organisational chart is a point-in-time representation and the teams at pages 14-19 reflect the 
administrative reporting structure that was in place at the time. This representation can change as 
the composition of the multidisciplinary teams change to reflect the current work profile.  

5. The diagram in Attachment B further explains how the multidisciplinary teams work in practice. 

6. Police and civilian investigators are typically allocated to investigation teams, but can be moved 
between teams as required.  

7. One team conducts feasibility assessments, which involves undertaking activities in the nature of 
a preliminary investigation, whether by way of collecting evidence or information, undertaking 
enquiries, or examining or considering existing or additional material, to determine or assure that 
the investigation (including the scope of the investigation) is required or justified (on a business 
case basis), and is technically feasible and cost-effective (Section 4.2 of MM01: Matter 
management, planning and conduct outlines matter stages and sub-stages). The feasibility team is 
supervised by a civilian investigator with over 29 years of investigations experience. 

8. The other teams conduct corruption investigations. As at 14 April 2021, there are four active 
corruption operations teams. These investigation teams are supervised by two police Detective 
Inspectors (with over 21 and 12 years post-detective qualification investigation experience 
respectively) and two civilian investigators (both of whom are ex-police officers with over 28 and 
18 years of investigation experience respectively). The current police cohort in corruption 
operations has between 8 and 29 years of post-detective qualification investigation experience.  

9. As required, these investigators are augmented with specialist skills, including from legal officers, 
financial investigators, intelligence officers and specialist administrators who are dedicated to 
corruption activities. This operating model enables these officers to exclusively focus on 
progressing corruption operations and to develop a deep understanding of corruption matter 
types, the investigative methodologies and tactics required, and legal considerations relevant to 
corruption investigations.  

10. While commission officers performing specialist functions are tasked by the team leader, their 
work output is oversighted by the most senior officer in the specialty. This operating model ensures 
the work quality and professional development of more junior staff.  

11. Legal officers are allocated to investigations to ensure they develop a requisite understanding of 
the nature of the investigation. However, to ensure appropriate independence and supervision, 
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legal officers are not embedded in investigation teams. Legal officers are structurally separate from 
the investigation teams and report to a senior lawyer, who reports to the Executive Director 
Strategy Prevention and Legal.  

12. The levels, seniority, key relevant experience and duration of time at the CCC of commission 
officers currently involved in the corruption multi-disciplinary teams is in the process of being 
compiled. We expect to be able to provide this to you tomorrow.  

13. In addition to accessing the specialist functions dedicated to corruption, corruption investigators 
can seek the assistance of other specialist functions located in the CCC Operations Support 
Division. These resources service the needs of the CCC and are not dedicated corruption resources.  

14. In some cases it may also be necessary to obtain legal advice from Corporate Legal (ie legal officers 
outside of corruption division) or external counsel (refer to MM02: Matter Briefs). The need for 
external legal advice may be determined having regard to the nature, sensitivity, and complexity 
of the matter, unfamiliar areas of law, matters of substantial organisational risk or significant public 
importance, and where a conflict of interests prevents advice being provided in-house (see 
Attachment C Obtaining and providing legal advice policy and procedure; and Attachment D 
Activities of Corporate Legal and Litigation policy and procedure). 

15. Also, in some cases, investigators from other government departments are seconded to the CCC 
to progress an investigation. While each case is assessed on its merits, often those investigators 
come from the Ethical Standards Units (ESUs) within the department under investigation. 
Embedding investigators into CCC multi-disciplinary teams ensures CCC investigations have 
specialist knowledge of the department’s policies, practice and culture, and can sometimes 
address capacity issues in ESUs. It also exposes ESU investigators to the CCC’s corruption 
investigative methodology, which, in turn, supports the devolution principle by building the 
capability of ESUs.  

16. The following case studies demonstrate how multi-disciplinary teams operate in practice.  

17. Case study 1: Operation Turnover – tri-agency multi-disciplinary team 
 
Background 
On 13 December 2016, the CCC received a notification of corrupt conduct involving members 
of the Queensland Fire and Emergency Services (QFES). The nature of the allegations related 
to procurement fraud and conflicts of interest. The CCC initially referred the criminal matters 
to the Queensland Police Service (QPS) and the discipline matters to QFES for investigation. 
These investigations were monitored by the CCC by way of a Merit and Compliance Review.  
 
On 17 March 2017, following the receipt of additional information from QFES, the CCC 
determined it would assume responsibility of the investigation. The decision was based on 
early assessment the matter had a likelihood of criminal charges, disciplinary action and 
procedural recommendations. In addition, the CCC formed that view that, given the nature 
and seriousness of the alleged corruption, public confidence would likely be maximised by the 
CCC investigating the matter.  
 
A decision was made to establish a tri-agency multi-disciplinary team to investigate the 
allegations.  
 
Multi-disciplinary team  
At the commencement of the investigation, the CCC assessed the nature of the investigation 
and determined the resources required. The multi-disciplinary team comprised: 

• six dedicated investigators: 
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- two commission officers (one civilian investigator and one seconded police 
officer) (a third civilian investigator assisted in peak periods) 

- two detectives seconded from the QPS: a Sergeant and a Senior Constable from 
the Fraud Squad who had carriage of the original investigation before the CCC 
assumed control of the investigation. 

- two officers seconded from QFES: these officers were Principal Investigators 
(AO7) from the QFES Ethical Standards Unit and had specialist knowledge of QFES 
policies and procedures, and QFES witnesses;  

• one intelligence analyst;  

• one financial investigator; and 

• one lawyer. 
 
Administration resources and specialist resources from the physical surveillance team and 
technical surveillance team were used during the investigation, as required.   
 
Powers 
During the course of the investigation a wide range of powers were used by the multi-
disciplinary team. This included: 

• Criminal interviews pursuant to the Police Powers and Responsibilities Act;  

• Investigative hearings pursuant to the Crime and Corruption Act;  

• Search warrants pursuant to the Crime and Corruption Act and the Police Powers and 
Responsibilities Act;  

• Notices to Discover pursuant to the Crime and Corruption Act. 
 
The PPRA search warrant powers would not have been able to be used without seconded 
police officers.  
 
External advice 
Prior to the commencement of the charges, the Director of Public Prosecutions (DPP) was 
consulted in relation to secret commission and official corruption charges (DPP consent is 
required to charge secret commission under s.442B of the Criminal Code). The DPP indicated 
he would reconsider the appropriateness of the secret commission charge once the full brief 
of evidence had been provided.  
 
The DPP ultimately supported the official corruption charge. 
 
Result 
On 31 May 2019, the principal offender, former QFES Inspector Steven Sparks, was sentenced 
to three years imprisonment to be suspended after serving six months after pleading guilty to 
four counts of official corruption involving procurement fraud.  

 

18. Case study 2: John Webster – Wellers Hill State School 
 

Background 
On 2 January 2019, the CCC received a notification of corrupt conduct involving an employee 
of the Department of Education. The employee, John Webster was the principal of Wellers Hill 
State School. The nature of the allegations was John Webster had committed fraud in his role 
as the principal. On 18 January 2029, the Department advised that inquiries indicated that the 
conduct did not constitute corrupt conduct. On the 30 January 2019, the CCC assessed the 
matter and referred the matter to the Department of Education, with no outcome required.  
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Following a preliminary investigation, the Department of Education formed a view that the 
conduct was more complex and sustained, and requested a joint investigation between the 
CCC and the Department to effectively investigate the matter. The department requested the 
CCC provide the following specialist capabilities: 

• Forensic financial analysis;  

• Forensic computing analysis of phone and computer records; 

• Investigative interviewing of witnesses who were reportedly intimidated by the 
subject officer; and 

• Powers, including search warrant.  
 
Multi-disciplinary team  
At the commencement of the investigation, the CCC assessed the nature of the investigation 
and determined the resources required, taking into account the outcomes from the 
preliminary investigation and assistance sought from the Department of Education. The multi-
disciplinary team comprised: 

• six dedicated investigators: 
- two CCC investigators (one civilian investigator and one seconded police officer); 
- two investigators seconded from the Department of Education: an AO7 Senior 

Investigator and AO6 Investigator from the Ethical Standards Unit who had 
knowledge of the Department of Education’s policies and procedures relevant to 
the matters under investigation; 

• one CCC financial investigator; and 

• one legal officer. 
 
Administration resources, and specialist resources from the physical surveillance team and 
technical surveillance team were used during the investigation, as required.   
 
Powers 
During the investigation a wide range of powers were used by the multi-disciplinary team. This 
included: 

• Criminal interviews pursuant to the Police Powers and Responsibilities Act;  

• Search warrants pursuant to the Crime and Corruption Act; and 

• Notices to Discover pursuant to the Crime and Corruption Act. 
 
Result 
John Webster was sentenced on 18 February 2022 in the Brisbane Magistrates Court. John 
Webster received a sentence of two and half year’s imprisonment, wholly suspended for three 
years. He was ordered to pay restitution.  

 

19. Case study 3: Operation Windage  
 
Background 
On 17 October 2016, acting on its own initiative based on intelligence holdings, the CCC 
commenced a corruption investigation – Operation Windage – into allegations of corrupt 
conduct involving the Mayor, Chief Executive Officer and Chief Operating Officer Works, 
Parks and Recreation of the Ipswich City Council. The investigation related to alleged criminal 
and corrupt activity, including corruption offences, attempting to pervert the course of 
justice, fraud, breach of bail, extortion and perjury. 
 
Multi-disciplinary team  
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At the commencement of the investigation, the CCC assessed the nature of the investigation 
and determine the resources required. The multi-disciplinary team comprised: 

• six dedicated CCC investigators (two civilian investigators (AO6) and four seconded 
police officers (one Senior Sergeant and four Sergeants)). 

• four intelligence analysts;  

• three financial investigators (the investigation was heavily focused on financial 
matters so required the allocation of multiple financial investigators); and 

• two lawyers (the crossover of crime and corruption allegations required a lawyer 
from the crime and corruption divisions of the CCC).  

 
Administration resources, and specialist resources from the physical surveillance team and 
technical surveillance team were used during the investigation, as required.   
 
Two further police officers (Sergeants) from the QPS joined the multi-disciplinary team 
temporarily to supplement the investigative resources. This was due to the size of the 
investigation, not a need to source an additional specialised skillset.  
 
Powers 
During the course of the investigation a wide range of powers were used by the multi-
disciplinary team. This included: 

• Surveillance Device warrants pursuant to the Police Powers and Responsibilities Act 

• Telephone Interception warrants pursuant to the Telecommunications (Interception 
and Access) Act 1979; 

• Search warrants pursuant to the Police Powers and Responsibilities Act; 

• Criminal interviews pursuant to the Police Powers and Responsibilities Act;  

• Investigative hearings pursuant to the Crime and Corruption Act;  

• Notices to Discover pursuant to the Crime and Corruption Act; and 

• Notices to Produce pursuant to the Crime and Corruption Act. 
 
The PPRA search warrant powers would not have been able to be used without seconded 
police officers.  
 
External advice 
Prior to the commencement of the charges, the Director of Public Prosecutions was 
consulted in relation to how the ODPP would resource the prosecution, were charges to be 
laid. No advice was sought on the charges themselves.  
 
Result 
The principal offender, Paul Pisasale, was sentenced to seven and half years imprisonment 
with parole after serving twenty seven months.  
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Please do not hesitate to contact me or the CCC’s CEO should have you have questions in relation to 
the submission. 
 
 
Yours sincerely 
 

 
 
Bruce Barbour 
Acting Chairperson 
 
encl. 



Diagram of CCC’s operational framework as it relates to investigations
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Process flow for the decision to lay criminal charges on one or more persons as the result of a Corruption investigation
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Policy and Procedure |    March 2022 

Obtaining and providing legal advice 
Objective 

To outline the requirements for obtaining and providing legal advice in the CCC. 

Application 

This policy and procedure applies to all commission officers. 

Relevant legislation 
Crime and Corruption Act 2001 

Police Powers and Responsibilities Act 2000 

Witness Protection Act 2000 

Human Rights Act 2019 

Definitions 

CCC Crime  and  Corruption  Commission 

CL Corporate Legal 

Central legal teams Corporate Legal and Litigation 

Commission The  five Commissioners  sitting  as  the  Commission 

Commission  officer As  per  schedule  2  of  the  Crime  and  Corruption  Act  2001 

PCCC Parliamentary  Crime  and  Corruption  Committee 

WPAC Witness  Protection  Advisory  Committee 

Policy statement 

The provision of timely, independent, constructive and balanced legal advice on issues relevant to the 
CCC is essential to ensure the CCC and its officers act in accordance with the law and the requirement 
under section 57 of the Crime and Corruption Act 2001 to act independently, impartially and fairly, 
having regard to the purposes of the Act and the importance of protecting the public interest. 

Lawyers are bound to act in the best interests of their client, be honest and courteous in their dealings, 
deliver legal services (including advice) competently, diligently and as promptly as reasonably possible, 
and to avoid any compromise to their integrity and professional independence. Lawyers are bound by 
ethical rules even where they do not hold a practising certificate. A key component of a lawyer’s duty 
is to provide independent advice. Independence is central to the lawyer-client relationship, and to the 
question of whether legal professional privilege applies to legal advice provided pursuant to that 
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relationship. Lawyers whose roles involve legal and non-legal components need to actively turn their 
minds to the role they are undertaking when providing advice, and to ensure clear delineation between 
legal, and other kinds of advice. Privilege does not automatically attach to work because it has been 
performed by a lawyer. This policy is intended to provide guidance as to the circumstances in which 
legal advice may be sought and given, and by doing so, assist in clarifying the circumstances in which 
legal privilege will attach. 

Legal officers will maintain the highest standard of diligence and professionalism when dealing with 
any requests for legal advice. They will strive to avoid delay, inefficiency and inaccuracy in the provision 
of legal advice. They will ensure that any advice provided will: 

• analyse all relevant factual issues; 
• analyse all relevant legal issues; 
• present the strengths of any arguments or recommendations advanced; 
• present the weaknesses of any arguments or recommendations advanced; 
• give clear advice or recommendations, as required; and 
• state that the advice is subject to legal professional privilege. 

 
Remit of CCC lawyers 

The CCC has centralised legal teams and lawyers embedded in operational areas.  

Centralised lawyers 

The CCC has two centralised legal teams - Corporate Legal and Litigation which both provide 
independent and professional legal advice and representation to the Commission, Chairperson, Chief 
Executive Officer, Executive Leadership Team, and other senior staff of the CCC. The lawyers in the 
centralised legal teams are responsible through the Executive Director, Legal, Risk & Compliance to the 
General Manager, Corporate Services. 

Operational lawyers 

The CCC has lawyers embedded in operational areas (‘operational lawyers’), as part of the 
multidisciplinary teams model. The lawyers in Corruption are responsible through the Director, 
Corruption Legal and the Executive Director, Corruption Strategy, Prevention and Legal, to the Senior 
Executive Officer, Corruption. The lawyers in Crime are responsible through the Executive Director, 
Crime Hearings & Legal Services to the Senior Executive Officer, Crime. 

The lawyers in each operational division are responsible for the provision of legal advice and assistance 
in regards to operational matters in relation to the activities of their division. 

Procedure 

Requesting and providing legal advices - Corporate Legal and Litigation  
 
Requests for legal advices  

Requests for legal advice can be informal or formal. 

For Corporate Legal, the Director, Corporate Legal is the relevant director. For Litigation, the Director, 
Litigation is the relevant director. 
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Informal requests for legal advice  

Definition 

An informal request for legal advice is typically verbal (although may be in writing – such as by email, 
where advice forms part of the area’s business as usual, such as advice on RTI issues) and applies to a 
matter which can be dealt with in a short period of time (either immediately or within half an hour) 
and where the issues are relatively simple and clear. 

The management and provision of informal legal advice is to be executed in accordance with Annex A.  

Formal  Requests  (written  advice  provided) 

Definition 

A formal request for advice is made in writing, specifying the request for legal advice in as much detail 
as possible.  

The management and provision of formal legal advice is to be executed in accordance with Annex B.  

Urgent  Requests 

Definition 

Urgent requests are those requests received from a CCC officer where there is a genuinely urgent need 
to obtain legal advice. Matters that will be considered in assessing the urgency of a request for advice 
include— 

• court or tribunal imposed deadlines; 
• deadlines imposed by an external agency;  
• operational exigencies.  

Urgent requests are different from informal requests as they may relate to complex matters, or 
matters of substantial importance or risk, where a formal request for advice would ordinarily be 
required. Urgent advices may need to be obtained on the basis of incomplete information, where 
detailed research is unable to be undertaken, or where full consideration of the issues is otherwise not 
possible. 

Any such limitations must be formally set out in the advice. 

Requests for urgent advice are to be managed in accordance with Annex C. 

Requesting and providing legal advices - Operational lawyers 

Operational lawyers provide legal advice in a variety of areas related to the activities of their particular 
division. Most commonly this will involve ‘transactional advice’. On other occasions operational 
lawyers may be asked to provide ‘formal operational advice’ in relation to operational matters.  

Observations on a brief are not dealt with under this policy, and instead are dealt with in MM02. 

Definitions 

Generally ‘transactional advice’ is that which relates to the day-to-day conduct of an operation, or an 
assessment. It includes fact-specific advice during an assessment or pertain to routine matters arising 
during an investigation. Examples of transactional advice includes (but is not necessarily limited to) 
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jurisdictional questions (such as whether a matter satisfies the statutory criteria for investigation) or 
in relation to the exercise of powers (such as the sufficiency of evidence to obtain a covert warrant). It 
may also include preliminary advice about whether or not to refer a disciplinary matter to Litigation 
for advice on prospects. 

‘Formal operational advice’ is where an operational lawyer is specifically tasked to provide advice on 
an issue of division-wide (or cross-divisional) operational significance. This can include jurisdictional 
questions (such as whether a particular entity is a unit of public administration), or the implications of 
legislative change or court decisions for operations (such as those relating to the use of coercive 
powers). 

Management and provision of ‘transactional advice’ and ‘formal operational advice’ 

Transactional advice is to be dealt with on the same basis as ‘informal advice’ as per Annex A.  

Formal operational advice is to be dealt with on the same basis as ‘formal advice’ as per Annex B.  

For Crime operations, the Executive Director, Crime Hearings & Legal is the relevant director. For 
Corruption Operations, the Executive Director, Corruption Strategy, Prevention & Legal and the 
Director, Corruption Legal are relevant directors. 

Formal operational advice of general significance 

There may be circumstances in which a request for formal operational advice will raise questions of relevance 
across operational areas or the Commission as a whole.  

In circumstances where the relevant director or executive director deems that a request for formal operational 
advice has cross-divisional, or Commission-wide relevance, the relevant director or executive director must 
consult with EDLRC to determine the relevance of the proposed advice across the Commission. If the EDLRC 
also deems that the advice has cross-divisional, or Commission-wide relevance the matter must:  

• be referred to the EDLRC with an advanced draft of the proposed advice for endorsement or 
amendment as the case may be; 

• not be promulgated without the approval of EDLRC.  

External advice 

In some cases it may be necessary to obtain legal advice from external solicitors or counsel. This may 
be determined having regard to: 

• The nature, sensitivity, and complexity of the matter 
• Issues in unfamiliar areas of law 
• Matters of substantial organisational risk 
• Matters of significant public importance 
• Where a conflict of interests prevents advice being provided in-house. 

In such cases, the engagement is to be undertaken as set out in the Activities of Corporate Legal and 
Litigation policy and procedure. 
Any external legal advices are to be saved in the CM database, subject to the criteria set out above 
regarding confidentiality. 
In some complex and sensitive cases external advice will be obtained as set out in MM02. 
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Advices database 

Lawyers tasked with providing an advice are required to search the advice database to ascertain 
whether any previous advice has been given on an issue, in order to avoid duplication of work and 
ensure consistency of advice as appropriate. 

Related documents 
Activities of Corporate Legal and Litigation  
Engaging External Counsel and Solicitors policy and procedure 
Conducting Litigation on Behalf of the CCC policy and procedure 
 

Review triggers 

This policy and procedure will be reviewed three years from the date of approval, unless changes in 
legislation or government policy affecting its operation occur before the three year period has 
expired. This policy will remain in effect until updated, superseded or declared obsolete. 
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Annex A 

Management and provision of informal legal advice 

Requests and intake 

On receiving an informal advice request, the receiving legal officer should advise the relevant director 
of executive director (relevant director), who will confirm the matter is appropriate to be dealt with 
via this process. If the relevant director determines that the provision of the advice may take a longer 
period, or requires a view to be formed in respect of a more complex point of law, the receiving officer 
will be required to liaise with the client and obtain a formal request. 

QCAT advice 

Lawyers from Litigation may also be requested to provide advice in relation to disciplinary review 
prospects in QCAT proceedings. In such cases advice is generally provided by way of verbal advice in a 
conference with stakeholders from the relevant area. A decision is generally made, and instructions 
provided to proceed or not proceed with such a review, during that conference.  

Quality assurance 

The advice can be finalised by the lawyer tasked with providing the advice and is not required to be 
reviewed by the relevant Director. Should the requestor/recipient of the advice have questions about 
the advice provided, or seek further clarification, the responsible lawyer will advise the relevant 
director, who will consider whether the matter should be dealt with by a formal request. 

Records 

The lawyer allocated to the matter is required to make a short, written record of the advice sought 
and given by sending an email to the recipient of the advice providing a brief summary of the issue and 
the advice provided. The email is to be saved to the relevant CM container. If the advice deals with a 
matter of general importance, or may have some ongoing value, it should also be saved in the advices 
database.  

Where QCAT prospects advice is provided verbally, the Litigation lawyer is required to record the 
matters discussed in the conference and send by email to the decision-makers providing instructions 
to confirm the advice provided and decision made. Any such record is to be saved either on a central 
file for such advices (where proceedings are not commenced) or on the litigation file for the matter 
where proceedings are commenced. 
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Annex B 

Management and provision of formal legal advice 

Requests and intake 

Formal requests are required to be sent to the relevant director. If a formal request is made directly 
to a legal officer, that officer will forward a copy of the request for advice to the relevant director who 
will triage the matter and determine, in consultation with the client, an appropriate timeframe to 
finalise the advice. This timeframe will reflect the complexity of the matter, current capacity in the 
legal team, and other priorities.  

Liaison with the client will be conducted through either the lawyer tasked with providing the advice or 
the relevant director as is appropriate in the circumstances. Liaison is critical to ensuring that the client 
is provided updates on the progress of the advice and to ensure that clarification or further information 
can be obtained where necessary. Such clarification or information must be provided in a timely and 
co-operative manner by the client and other commission officers identified as holding relevant 
information. 

The lawyer is required to keep the relevant director informed as to the progress of the advice and any 
preliminary conclusions and recommendations. Should it become apparent that the subject-matter of 
the advice may be sensitive or expose the CCC to risk, the relevant director must be informed as soon 
as possible. 

Quality assurance 

Unless exceptional circumstances apply, the final written advice must be reviewed by the relevant 
director prior to promulgation. The relevant director is responsible for forwarding it to the requester 
directly or approving the lawyer allocated to the matter to do so. Pertaining to Corporate Legal and 
Litigation, the EDLRC may review the advice where: 

• They have directly tasked the lawyer to provide the advice on a matter of particular 
confidentiality, legal novelty or strategic significance 

• The relevant Director considers the matter requires review by the EDLRC (because of the 
strategic significance or potential impact of the advice) 

• There is some divergence of opinion, or legal controversy which requires the EDLRC’s 
consideration. 

Records 

A copy of the request for legal advice and legal advice provided, on an appropriate file. Where the 
matter is of broad application, involves a novel legal issue or is likely to have some enduring value (to 
be determined by the relevant Director), a copy of the advice will be saved onto the legal advice 
database in CM. Generally, advices on purely transactional matters are not required to be saved 
separately in the legal advices database. Advices in the CM database are generally accessible to CCC 
officers, subject to any need for strict confidentiality in respect of individual matters. Factors which 
may require maintenance of strict confidentiality include: 

• the sensitivity of the issue or the subject matter 

• where the advice involves protected information (such as witness protection or human source 
information, or covert warrant information which is not of a general nature) 
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• where the advice relates to the actions or activities of individual CCC officers 

• where the advice relates to alleged activities of individuals who are not ultimately charged, or 
against whom action is not taken. 

Where the advice requires maintenance of strict confidentiality, the advice will be recorded in the 
advice spreadsheet by reference to a general description of the legal issues to which the advice relates. 
Consideration should be given to whether the advice can be made generally accessible with sensitive 
information redacted, relevant portions of the advice which deal with the legal issues can be extracted 
and made accessible, or whether the advice should be made subject to access controls preventing 
access. Access restriction decisions are to be made by the EDLRC considering the recommendations of 
the relevant Director if appropriate. 

Requests for access to restricted advices, including any conditions for such access, may be made by 
the relevant Director or EDLRC depending on the sensitivity of the matter, and the need for the 
requestor to access the advice. In some cases it may be more appropriate for the relevant Director or 
EDLRC to provide a summary of the advice, or to provide an advice for the requestor’s purpose which 
considers the matters set out in the restricted advice. 
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Annex C 

Management and provision of request for urgent legal advice 

Requests and intake 

All urgent requests are to be directed to the relevant director to allow a proper assessment of the 
urgency and re-prioritisation of existing commitments to facilitate provision of the advice.  

Where practicable, the requesting officer will submit the request in writing at the time of requesting. 
If this is not feasible, a written request should be completed at the earliest opportunity thereafter. 

The lawyer tasked with providing the advice should contact the requestor directly to negotiate time 
frames and to seek clarification or further information to assist with the provision of the advice. Such 
clarification or information should be provided in a timely and co-operative manner by the requestor 
or other commission officer identified as holding relevant information. 

The lawyer is required to keep the relevant Director informed as to the progress of the advice and any 
preliminary conclusions and recommendations.  Should it become apparent that the subject-matter of 
the advice may be sensitive or expose the CCC to controversy, the EDLRC must be informed as soon as 
possible. 

Quality assurance 

The final written advice must be reviewed by the relevant director who will be responsible for 
forwarding it to the requestor directly or approving the lawyer to do so. As noted above, any limitations 
on the advice arising by reason of the urgency (such as to assumptions, unavailability of full 
information, or a lack of detailed research) must be set out on the face of the advice.        
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Policy and Procedure |    March 2022 

Activities of Corporate Legal and 
Litigation policy and procedure 
Objective 

The purpose of this policy and procedure is to establish an effective approach for the services 
provided by the Corporate Legal and Litigation teams. 

Applications 

This policy and procedure deals primarily with the central legal teams, but the policy as a whole 
applies to all commission officers. 

Relevant legislation 
Crime and Corruption Act 2001 

Police Powers and Responsibilities Act 2000 

Witness Protection Act 2000 

Human Rights Act 2019 

Definitions 

CCC Crime and Corruption Commission 

Central legal teams Corporate Legal and Litigation 

Commission The five Commissioners sitting as the Commission 

Commission officer As per schedule 2 of the Crime and Corruption Act 2001 

PCCC Parliamentary Crime and Corruption Committee 

WPAC Witness Protection Advisory Committee 

Policy statement 

The CCC’s centralised legal function provides independent and professional legal advice and 
representation to the Commission, Chairperson, Chief Executive Officer, Executive Leadership Team, 
and other officers of the CCC. This advice and representation plays a central role in mitigating legal 
risks in order to promote and protect the CCC’s position and interests.  

The provision of timely, independent, constructive and balanced legal advice on issues relevant to the 
CCC is essential to ensure the Commission and its officers act in accordance with the law and the 
requirement under section 57 of the Crime and Corruption Act 2001 to act independently, impartially 

ATTACHMENT D
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and fairly, having regard to the purposes of the Act and the importance of protecting the public 
interest. 

Similarly, when prosecuting or defending actions or applications in any court or tribunal the CCC is 
required to conduct itself according to the law and its obligations under the Crime and Corruption Act 
2001. To that end, the CCC conducts itself in accordance with model litigant principles. 

Legal advice provided by these teams will generally attract legal professional privilege. 

Remit of centralised legal function 
As a general rule, the central legal teams are responsible for providing advice at a strategic, or 
organisational level, or in relation to non-operational matters. Operational advice is generally to be 
provided by lawyers in the operational divisions. However, the central legal teams may provide advice 
in relation to operational matters where: 

• They present significant strategic risk for the CCC
• They involve novel questions of law or give rise to issues of organisation-wide significance
• There is a conflict of interest which prevents advice being given in an operational area
• There is some other operational feature which requires advice or assistance being provided by 

lawyers independent of the operational area (such as LPP reviews)
• The issue in question is of relevance to the Commission generally.

When required, central lawyers, may preside at, or act as counsel assisting at, CCC hearings (subject to 
appropriate authorisation under s178). If this occurs, the officers should consider the potential 
implications for a conflict of interest arising in relation to any subsequent requests for advice, or in 
litigation, arising from the operation. 

Structure and responsibilities 
The central legal function is managed by the Executive Director, Legal, Risk & Compliance (EDLRC). The 
function operates independently but is administratively accountable to the General Manager, 
Corporate Services through the EDLRC. 

The function comprises two teams – Corporate Legal and Litigation . These teams are managed by the 
Director, Corporate Legal and Director, Litigation respectively.  

While the teams have particular responsibilities and functions of specific to that team, it is intended 
that members of each team may undertake some work ordinarily undertaken by the other team on a 
case-by-case basis, and as agreed between the EDLRC and the Directors. 

Such ‘crossover’ work may be done where: 

• Operational demands and workload require it

• It is necessary or desirable to build capabilities and skills within the team or for particular
lawyers

• A conflict of interests makes it more appropriate for a piece of work to be undertaken by the
other team

• There is some overlap between issues for general advice and a litigation matter.

Corporate Legal   

The types of legal services provided by the lawyers of the Corporate Legal team may include: 
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• Advising generally in relation to the CCC’s activities, functions and governance.
• Implementing controls to achieve legislative compliance across the CCC (developing and

reviewing policies and procedures; reviewing, drafting new, and amending existing, forms,
instruments and precedents; compliance inspection, monitoring and assurance; LPP reviews)

• Preparing submissions on behalf of the CCC on legislative amendments and law reform
issues.

• Developing and reviewing contractual and other arrangements involving the CCC.
• Assisting with other CCC legal proceedings (eg internal CCC hearings;  conducting and co-

ordinating the Commission’s representation in legal proceedings).
• Assessing compatibility of CCC policies and procedures, decisions and actions with human

rights under the Human Rights Act 2019.
• Providing legal advice in relation to RTI/information privacy access matters.
• Responding to requests for CCC information pursuant to section 60 of the Crime and

Corruption Act 2001 which do not fall within the primary responsibility of another identified
business area

• Establishing CCC legal practice standards and processes, developing legal capability and
generating and capturing legal knowledge

• Sourcing external legal advice from external solicitors and/or counsel where necessary due to
reasons of capacity, complexity or expertise

Litigation 

Litigation involving the CCC is managed through the Litigation team (Litigation) (see Policy & Procedure: 
Conducting Litigation on behalf of the CCC), save those cases where, as part of a crime or corruption 
investigation, it is necessary to make an application to a court or other body for the purposes of 
furthering the investigation. However, in the latter case, Litigation may appear on such applications, 
or brief counsel or solicitors, if appropriate. 

The Director, Litigation has primary responsibility for responding to requests for access to CCC material 
as a result of the issue of process in litigation matters (where the CCC is not a party). Where the CCC is 
a party to litigation and is requested, or has a legal obligation, to provide access to CCC material, such 
access will be dealt with according to law. 

Litigation responds to requests for access to CCC material, except for requests made pursuant to the 
Right to Information Act 2009 or Information Privacy Act 2009, which are processed by the Risk & 
Compliance team (see Policy and Procedure: Policy: Right to Information).  

Additionally, Litigation is responsible for conducting matters in the Queensland Civil and 
Administrative Tribunal (QCAT), whether in its review, original or appellate jurisdiction. 

The Director, Litigation is a member of the Witness Protection Advisory Committee (WPAC) and has 
the primary responsibility for providing advice to the Chairperson in respect of Witness Protection 
matters, but may delegate to another lawyer if appropriate (consistent with the guidance below 
regarding requests for advice). 

The Policy & Procedure: Conducting Litigation on behalf of the CCC outlines how litigation is to be 
conducted on behalf of the CCC. The CCC acts as a model litigant in its conduct of litigation. 

The Telecommunications Interception compliance function is also housed within the Litigation team, 
and reports through the Director, Litigation. The activities of this area are generally set out in MP16, 
but may be supplemented with additional compliance activities (such as inspections of warrant files) 
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where the need arises. The TI compliance function also provides expert, specialist advice on TI-related 
matters to the CCC generally, and is responsible for compliance reporting and inspection, including 
liaison with external agencies. 

Procedure 

Matter management 

Matters are to be recorded through the Matter Management System (‘MMS’). Corporate Legal and 
Litigation each maintain a system which records information about matters dealt with within that 
team. It is the responsibility of the lawyer with carriage of the file, including with the assistance of the 
team’s administrative support officer, to ensure that new matters are captured in the MMS and that 
matters are regularly updated. 

Where a lawyer from Corporate Legal has carriage of a Litigation matter, or vice versa, it is their 
responsibility to ensure that their matter is updated appropriately in the MMS for that area. 

Matters are generally to be updated where a new event occurs in relation to a matter (such as a hearing 
date, provision of preliminary of final advice, or deadline for filing submissions), but must at least be 
updated at each corporate reporting cycle. 

Each team’s MMS must contain sufficient information to enable accurate reporting of the number of 
active matters at a given point-in-time. 

Where a matter is to be finalised, the final status report must confirm the outcome of the matter, and 
record any decision regarding whether to appeal (in litigation matters) or further actions not 
completed at the closing of the file (such as where ongoing monitoring is required, or where actions 
are recommended to another business unit). 

Commission Officer Responsibilities 

Where the Corporate Legal or Litigation team is providing advice or representation to a business unit 
within the CCC, it is the responsibility of the relevant business unit to: 

• Provide instructions through the relevant ELT member or an appropriate delegate

• Provide all necessary assistance, including collation of documents, obtaining statements and
other evidence, providing information and materials where possible

• Provide instructions and material in a timely manner and as required to ensure the efficient
and effective conduct of the advice or representation

• In some cases, provide administrative support by way of compilation of briefs of evidence,
service of process, etc

• Provide complete briefing materials required to provide the advice or conduct the litigation

Provision of legal advices 

Requests for legal advice are to be dealt with in accordance with the Obtaining legal advice policy & 
procedure. 
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Briefing External Counsel 

In certain circumstances it may be appropriate to brief external counsel to provide legal advice. See 
MM02 – Matter briefs at s4.1.2 for a summary of the considerations which are to be taken into account 
in determining whether external solicitors or counsel are to be engaged in relation to a litigation matter 
arising from a CCC investigation. These same considerations apply generally to the decision as to 
whether or when to engage external legal representation for other matters. 

Considerations for selecting an external counsel or solicitor 

If the Commission officer considers that a particular case meets the requirements as set out in section 
4.1.2 MM02 - Matter Briefs, the officer may then nominate an appropriate external counsel or solicitor 
to provide their services having regard to— 

• relevant experience and seniority;

• competence;

• proven ability in the relevant area of practice;

• availability;

• potential for conflict of interest; and

• cost to the CCC.

Commission Officer responsibilities 
Where the issues identified in section 4.1.2 MM02- Matter briefs have been considered and taking 
into account all of these factors, it is considered that external counsel or solicitors should be engaged, 
an ‘Engagement of External Counsel or Solicitors’ form must be completed by the commission officer 
responsible for the brief to counsel. This form is located in the ‘CCC Templates’ section in Microsoft 
Word. 

The commission officer must complete all sections of page 1 of the ‘Engagement of External Counsel 
or Solicitors’ form. If the form does not permit sufficient detail, then the officer should prepare a 
detailed memorandum setting out the circumstances giving rise to the need to engage counsel or 
solicitors, the reasons a particular counsel or solicitors are sought and any proposed costs likely. 
This form or memorandum must then be certified by one of the following persons: 

• the Chairperson;

• the Senior Executive Officer (Crime);

• the Executive Director, Crime Hearings & Legal;

• the Executive Director Corruption Strategy, Prevention and Legal;

• the Executive Director Integrity Services;

• the Chief Executive Officer;

• the Senior Executive Officer (Corruption);

• the Executive Director, Legal, Risk & Compliance;

• the Director, Corporate Legal;
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• the Director Litigation;

• the General Manager Corporate Services;

• the General Manager Operations Support.

Certification of this form confirms agreement that the matter requires the services of an external 
counsel or solicitor taking into account the considerations listed in section 4.1.2 MM02 - Matter briefs. 
Certification of this form does not denote expenditure approval. 
The completed ‘Engagement of External Counsel or Solicitors’ form must be forwarded to the EDLRC. 
The Assistant to the EDLRC maintains current records to accurately process the accounts. The forms 
must be completed at the time the brief is provided to the external barrister or solicitor. 

Responsibilities of central legal team  

It is the responsibility of the relevant Director — 

• where the Commission officer has nominated a preferred external counsel or solicitor, and in
consultation with the EDLRC, to assess their suitability, taking into consideration the circumstances
of the particular case and the issues identified in section 4.1.2 MM02- Matter briefs;

• where no preference for external counsel or solicitors has been given by the Commission officer, to
identify suitable external counsel or solicitors after consultation with the EDLRC and taking into
consideration the circumstances of the particular case and the issues identified in section 4.1.2
MM02- Matter briefs;

• advise the Security Manager and arrange security vetting in respect of external counsel or solicitors
(with their consent) (See Personnel Security Policy & Procedure) where:

• work is to be performed on CCC premises

• the work to be undertaken is of particular sensitivity, and the CCC does not have sufficient
information to enable an assessment to be made of the counsel or solicitors’ appropriateness
to receive sensitive information (that assessment is to be made by the EDLRC in consultation
with the officer providing instructions)

• subject to a satisfactory security clearance being provided for the selected external counsel or
solicitors (if required), undertake the necessary arrangements to engage the counsel or solicitors;

• to negotiate a fee with external counsel or solicitors prior to the procurement of services where
possible or, where counsel must be fully briefed before an assessment of fees can be made, as soon
as possible after external counsel or solicitors have been fully briefed;

• to seek from the external counsel or solicitor engaged, their costs agreement, as is required by the
Legal Profession Act 2007, and to forward this information to Finance;

• to ensure the fees payable to external counsel or solicitors are within the expenditure authority of
the CEO, EDLRC or the relevant Director (to determine who must approve payments).

Administrative and Financial Responsibilities of central legal 

The EDLRC, or the relevant Director must— 

• complete page 2 of the ‘Engagement of External Counsel or Solicitors’ form (or page 1 and 2 if self-
generated);

• provide the original completed ‘Engagement of External Counsel or Solicitors’ form or memorandum 
to the Assistant to the EDLRC  in order for it to be placed on the relevant file;
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• Ensure that the Assistant to the EDLRC enters the details of the engagement into the Legal Fees
Register, including the details of the lawyers engaged, the fee estimate, and entry of any invoices

• provide invoices to the Assistant to the EDLRC for compiling and processing and recording in the
Legal Fees Register; and

• approve invoices where appropriate and within financial delegation.

Financial management of engagements

Recognising that an initial fee estimate may not represent the full scope of work on a matter, the 
following arrangements are to ensure that engagements are appropriately managed, including ensuring 
that all payments to external solicitor and counsel are within the relevant financial delegations: 

1) For the purposes of financial delegations, the delegation is for the total legal fees paid to
external lawyers for a given matter. If junior and senior counsel are engaged on a matter, the
delegation limit is for the total fees paid to both counsel (or all counsel where there are
multiple barristers engaged).

2) Individual matters may be separated by court stages. For example, a first instance matter
and an appeal are discrete proceedings, and thus are treated as separate expenditures.

3) Where counsel’s fee estimate at the commencement of a matter exceeds the financial
delegation of the approving officer (the ED, Legal, Risk & Compliance, or the Director) the
matter is to be escalated to officer with the appropriate financial delegation (the General
Manager, Corporate Services or the Chief Executive Officer as appropriate) for expenditure
approval.

4) Where a revised fee estimate is provided which takes the matter outside the approver’s
financial delegation, that is to be escalated to an officer with the requisite delegation.

5) The administration officer is to maintain a ‘running total’ for each matter through the Legal
Fees Register to identify where:

a. The aggregation of fees in a matter is approaching, or will exceed, the approver’s
financial delegation, so that the matter can be escalated to an appropriate delegate;

b. A revised fee estimate can be sought where the fees are likely to exceed the
estimated amount (subject to consultation with the relevant Executive Director or
Director)

6) Where counsel are sought to be engaged at a rate above the whole-of-government rates,
approval on such a basis is to be given by the Chief Executive Officer in the first instance, or
the chairperson is a conflict prevents the CEO from approving.

Advice capture 

The relevant team will retain a copy of any advice provided by counsel on the associated file. The 
advice will additionally be saved onto the legal advice database in CM, subject to any need for strict 
confidentiality in respect of individual matters. 

Legal Professional Privilege reviews 

From time-to-time an investigation will involve questions of Legal Professional Privilege (LPP). This may 
arise where evidence is seized pursuant to a search warrant or other compulsory process, or where 
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communications are captured through surveillance (whether surveillance devices or telecommunications 
interception) which may involve legally privileged communications. 

Lawyers from the central legal teams may be requested to undertake reviews of communications or 
documents to give advice as to whether LPP applies. Operational lawyers from the division not conducting 
the investigation (ie Crime lawyers for a Corruption investigation and vice versa) may also undertake such 
LPP reviews. As a general rule, LPP reviews for a particular operation will be confined to a single team to 
reduce the risk of conflicts of interest in relation to other legal advice or litigation which may arise. However, 
that may depend on the volume of LPP material requiring review. 

Consultation should occur with the EDLRC and Directors if any operation proposes to undertake surveillance 
activity which will require LPP review. 

Where an LPP review relates to surveillance (whether ESD or TI), the lawyers are to conduct the reviews 
consistently with the current LPP review guideline (Annexure 1). 

Where an LPP review relates to documents or other things seized pursuant to a search warrant, such a 
process may only be undertaken where: 

• A court has ordered that it be undertaken; or

• The holder of the privilege has expressly agreed to allow a lawyer (or lawyers) from the CCC
independent of the operation to undertake the review

In such cases, the review is to be undertaken in strict compliance with the terms of the court order, or the 
agreement with the holder of the privilege. Any agreement with the privilege holder should be reduced to 
writing, and should be viewed by the lawyer undertaking the review before the review is undertaken. 

In any case where an LPP review is undertaken, the lawyer undertaking the review is to maintain strict 
confidentiality in relation to the content of the reviewed material where LPP attaches, and under no 
circumstances is to disclose privileged information to any person within that division, or within that 
operational decision-making hierarchy. 

Legal compliance activity 

The central legal teams are responsible for establishing practises and processes to achieve quality, 
consistency and efficiency across the CCC.  

The EDLRC is responsible for the coordination of certain annual compliance reports under the CC Act 
and PPRA. In coordinating those reports the EDLRC may seek the assistance of officers from the central 
legal teams to provide information, or undertake assurance activities to ensure the accuracy of the 
reported data. 

Corporate Legal is responsible for undertaking legal compliance inspections where a need has been 
identified. This may arise out of external or internal identification of compliance issues, or where such 
inspections are required under a policy. 

The central legal teams are responsible for proactively identifying compliance issues when tasked with 
providing advice, or during the conduct of litigation matters. Where such issues are identified the 
responsible lawyer should raise the matter with their Director who will consider whether the matter 
needs to be raised with the work area and/or the Executive Director, Legal, Risk and Compliance.  

Where operational areas identify legal compliance issues (such as non-compliance with conditions 
under a warrant, or a breach of an internal process) the responsible lawyer should notify their SEO 
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through their reporting hierarchy. In addition to considering any possible notification of suspected 
improper conduct, the relevant managing lawyer (the Director, Corruption Legal or Executive Director, 
Crime Hearings & Legal Services) must consider whether the non-compliance involves a systemic issue, 
or presents a significant risk to the CCC, which may require an organisational response. In such cases 
the relevant managing lawyer must notify the EDLRC. 

The Chief Executive Officer may also identify, in the course of dealing with a notification of suspected 
improper conduct, compliance issues which may require consideration of a policy response. 

Where such legal compliance issues are identified, EDLRC or Corporate Legal will engage with the 
relevant area to consider and advise on any remedial action which may be warranted to avoid future 
actual or potential non-compliance, including policy changes, routine inspections, or amendment or 
creation of instruments. 

Forms and Precedents 

Corporate Legal is responsible for reviewing instruments (such as delegations and authorisations), 
forms and precedents for use by commission officers under the Crime and Corruption Act 2001, the 
Police Powers and Responsibilities Act 2000 and the Witness Protection Act 2000 where those forms 
are of CCC-wide application. Forms which are specific to a particular division or work area, or which do 
not require legal advice or input, may be changed or created by that work area. 

Where a CCC officer is of the view that changes need to be made to an existing instrument or form or 
a new form of CCC-wide application needs to be created, they should notify the EDLRC. The EDLRC will 
allocate the task to an appropriate lawyer. Amendments to forms and precedents are to be approved 
by the Executive Director, Legal, Risk & Compliance.  

The tasked Corporate Legal officer is responsible for liaising with the relevant work area (generally Risk 
& Compliance) to ensure that changes to the forms are made or that new forms are added to the 
system before advising relevant users of alterations or the availability of new forms. 

TI Compliance 

Compliance with the legislative and policy requirements related to telecommunications interception 
and telecommunications data is managed by the TI team within Litigation. The processes and 
requirements for TI compliance are generally set out in MP16. 

However, where circumstances warrant it (including in identified cases of apparent systemic compliance 
issues) temporary arrangements such as compliance inspections may also be put in place until a level of 
compliance assurance can be achieved. 

Legal policy and law reform 

The CCC is regularly engaged in consultation on matters of legal policy and law reform. In general, this 
happens in one of three ways: 

1. Where the CCC identifies a deficiency or gap in existing legislation (whether through operational
processes, or as the consequence of litigation or legal advice), it may engage with the relevant
Government agency (generally DJAG) to actively seek law reform;

2. Where legislation is proposed, either by an external agency, or by Government, the CCC may be
directly consulted to seek its input. This generally occurs either where the legislation may intersect
with the CCC’s functions or activities;
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3. Where, through subscriptions to various mailing lists (such as parliamentary committees, ALRC,
QLRC, Sentencing Advisory Council, etc) the CCC becomes aware of law reform issues or inquiries
which relate to the CCC’s functions or activities, but about which it has not been directly consulted, 
the CCC may seek to make a submission.

Where the law reform issue is confined to a particular division (but especially operational divisions) that 
area may choose to engage directly with the relevant entity to seek the proposed reform. In such cases, the 
SEO or other nominated officer should advise the EDLRC to ensure consistency with any other law reform 
submissions. 

In all other cases, requests for consultation will come in the first instance to the EDLRC, who will then 
consider the most appropriate area to prepare any submission. Law reform submissions of general 
application to the CCC will generally be prepared through Corporate Legal. However if a law reform issue 
has particular impact on another functional area, or overlaps with other work undertaken, or to be 
undertaken, by that area, it may be agreed that the other area will coordinate the response. 

Where Corporate Legal is coordinating a response on a law reform issue, other areas must provide support 
as necessary to facilitate timely preparation of the submission. (That will include providing review, 
feedback, and instructions from the relevant ELT member/s, but may also include providing information 
and resourcing in appropriate cases.) 

Contracts 

Corporate Legal may provide advice in relation to contracts, deeds, memoranda of understanding or 
other agreements entered into, or to be entered into, by the CCC. This may include advice on 
employment contracts and employment matters. 

Corporate Legal may provide such advice where requested by the relevant business area. 

Corporate Legal should be consulted on contracts where the matter involves a significant procurement (as 
set out in the Procurement policy. Advice may be sought from Corporate Legal in relation to any contract. 

Under the Contract Management Procedure legal advice should be obtained (through Corporate Legal in 
the first instance) if there is an issue with performance under the contract. 

In appropriate matters (consistent with the considerations above regarding engaging external legal 
assistance) it may be appropriate to engage external solicitors and/or counsel to advise on contractual 
matters. Any such advice will be managed through Corporate Legal. 

Involvement in other legal activities 

Where approved by the EDLRC, Corporate Legal and Litigation officers may assist with other CCC legal 
matters (eg internal CCC hearings; conducting and co-ordinating the Commission’s representation in 
legal proceedings). At all times the importance of maintaining independence and impartiality, and the 
potential for conflicts of interest in such matters should be borne in mind. 

Witness Protection Advisory Committee 

The Director, Litigation is a member of the WPAC, which makes recommendations to the Chairperson 
regarding the admission of persons to the Witness Protection Program and associated matters.   
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The EDLRC, Director, Litigation or their delegate is required to attend all meetings of the WPAC or 
ensure that a delegate (who must be at least at the level of Principal Lawyer) attends and is briefed 
with relevant information. 

Access to CCC Material (Section 60 of the Crime and Corruption Act 2001 (Qld) and 
requests where the CCC is not a party to litigation) 

Corporate Legal is ordinarily required to deal with requests for access to information other than 
through litigation processes and disclosure, or RTI/IP matters, where the request does not 
appropriately fall within another division of the CCC (see MM04). 

Corporate Legal may also provide advice on RTI/IP matters. This advice is to be recorded consistently 
with the Obtaining Legal Advice policy and procedure. 

Human Rights Assessments 

Corporate Legal is responsible for undertaking Human Rights Compatibility Assessments (HRCAs) 
under the Human Rights Act 2001. These are assessments of CCC policies and procedures to ensure 
that they are compliant with the Human Rights Act. 

Corporate Legal is also responsible for providing advice to business units more generally as to the 
compatibility of CCC actions and decisions with human rights obligations under that Act. 

Legal practice standards 

The central legal teams have primary responsibility for establishing practices and processes to achieve 
quality, consistency and efficiency across the CCC. Where those practices, processes and standards 
have application beyond the central legal teams, the EDLRC and Directors are to engage with 
operational areas to ensure those matters are applicable to the operational environment. 

The EDLRC and Directors may be consulted about proposed changes to legal practices and standards 
in operational areas, to identify opportunities for whole-of-CCC improvement, and efficiencies of scale. 

Conflicts of interests and ‘Chinese walls’ 

Consistently with the Code of Conduct and the Conflicts of interest and other disclosures policy and 
procedure (‘the conflicts policy’) conflicts of interest are to be carefully managed. Conflicts which may 
give rise to the perception that the lawyer or team involved may not be able to act independently, 
impartially or fairly, or give sufficiently detached legal advice or assistance, are to be scrupulously 
avoided. 

Conflicts of interest should be identified, disclosed and managed in accordance with the conflicts 
policy. 

Particular consideration should be given to the possibility or appearance of a conflict where a lawyer 
in a central legal team has had some involvement in an operational matter. This may arise because a 
lawyer has moved from an operational area to a central legal team, or because a lawyer has provided 
independent support to an operation (such as undertaking LPP reviews of surveillance or other 
evidence). In all such cases, the nature of the involvement and the potential consequences, as well as 
any strategies implemented to manage the conflict must be fully documented. 
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Where a potential conflict arises, management may require that knowledge of a particular matter be 
confined to specific lawyers within the team, or particular lawyers are ‘quarantined’ from information 
about a matter. Restricted access arrangements may be put in place within CM folders. 

In appropriate cases a ‘Chinese wall’ may be implemented between Corporate Legal and Litigation. 
Where this is done, information is not to be shared between those teams. 

Lawyers acting as presiding officers or counsel assisting in hearings, and lawyers undertaking LPP 
reviews in operations, present an appreciable risk of a conflict of interest arising, should the matter 
result in litigation or require advice from Corporate Legal. To reduce the risk that such conflicts will 
prevent the giving of advice, operations should avoid utilising lawyers from both Corporate Legal and 
Litigation for operational activities. In this way conflicts may be managed through the use of Chinese 
walls. 

Knowledge capture and professional development 

Advice Database 

All advices provided by the central legal teams or received from external counsel will be held in the 
advices database in Content Manager (subject to confidentiality requirements). The following 
information is required to be entered:  

• Author

• Date

• Subject matter

• Statutory provisions considered (if applicable)

Legal advices of broad significance produced by operational areas should be provided by the relevant 
manager to the EDLRC for inclusion in the CCC’s advices database (as set out in the Obtaining Legal 
Advices policy and procedure). 

Access to advices within the database may be restricted depending on the nature or sensitivity of the 
advice. The EDLRC, relevant Director, or Senior Executive Officer or Executive Director from 
operational areas is responsible for considering and implementing access restrictions to particular 
advices. 

Post-matter assessment and knowledge capture 

At the conclusion of a significant advice or litigation matter, the relevant team members (generally the 
file-holder and the relevant Director, but also any other lawyer who was substantially involved in the 
matter), are to conduct a review upon concluding the matter and closing the file. The results of this 
review are to be documented, and are to include: 

• A summary of any legal issues of particular importance or novelty considered or resolved

• An assessment of lessons learned, including what was done well and what could be improved
in future matters (including any process improvements, either within the centralised legal
teams, or in other areas)

• Any artefacts of future value, which are to be captured in the relevant CM container, including:



OFFICIAL  •  FOR INTERNAL USE ONLY 

13 

o Precedent forms or templates

o Submissions

o Advices

o Decisions

• Any opportunities for continuing legal education or other organisational training (see below)

Professional development and continuing legal education 

The EDLRC is responsible for coordinating the provision of information and training to lawyers and 
other commission officers in relation to legal issues affecting the CCC. This may take a number of forms 
including— 

• presentation of papers;
• legal newsletters;
• information about relevant external conferences; and
• arranging guest speakers.

Related documents 
Engaging External Counsel and Solicitors policy and procedure 
Conducting Litigation on Behalf of the CCC policy and procedure 
Obtaining and Providing Legal Advice policy and procedure 
Procurement policy 

Review triggers 

This policy and procedure will be reviewed three years from the date of approval, unless changes in 
legislation or government policy affecting its operation occur before the three year period has 
expired. This policy will remain in effect until updated, superseded or declared obsolete. 

Metadata 

Responsible officer: Executive Director, Legal, 
Risk & Compliance Accountable officer: General Manager, 

Corporate Services 

Date approved: 7 March 2022 Review date: 7 March 2025 

eDRMS reference: 21/083908 
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eDRMS reference: 
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Our Reference22/061449 
Contact Officer: Jen O’Farrell  
 

SENSITIVE 
 
 
20 April 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information Commission of Inquiry into specific 

matters relating to the Crime and Corruption Commission (Commission 
of Inquiry) 

 
I refer to your correspondence dated 12 April 2022, in which you have requested 
additional information to supplement information provided by the Crime and 
Corruption Commission (CCC), and our response of 19 April 2022 which indicated that 
information relevant to your request would be provided today. 
 
The information relates to the following questions:  
 
In relation to the use of multi-disciplinary teams in CCC investigations, what are the 
typical sets of skills involved or possessed by members of the multi-disciplinary 
teams tasked with corruption investigations. Do these teams typically involve a legal 
officer? What are the levels, seniority and experience of the various members of the 
teams including police officers and non-police officers?  
 
Are the multi-disciplinary teams in corruption investigations all of the ‘Corruption 
Operations Teams’ detailed in the organisational structure at pages 14-19 of 
Attachment A? If the answer to this question is ‘No’, how many members of the 
Corruption Operations Teams can, and typically are, allocated to a multi-disciplinary 
investigation team? How many civilian investigators from outside the Corruption 
Operations Teams are allocated to investigation teams? Finally, how long has each 
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member of the Corruption Operations Teams been seconded to the CCC and been part of the 
Corruption Operations Team of which they are presently a member?  
 

1. The levels, seniority, key relevant experience and duration of time at the CCC of commission 
officers currently involved in the corruption multi-disciplinary teams is outlined in Attachment A. 

2. The CCC has sought to confirm this information directly with commission officers but, due to 
operational requirements and scheduled leave, has been unable to confirm the qualifications and 
date attained, of all commission officers in corruption operations.  

3. This information supplements the information provided in the CCC’s response dated 19 April 2022.  
 
The CCC wishes to maintain confidentiality over Attachment A on the basis that it contains the private 
information of Commission officers.  

 
Please do not hesitate to contact me or the CCC’s CEO should have you have questions in relation to 
the submission. 
 
 
Yours sincerely 
 

Bruce Barbour 
Acting Chairperson 
 
encl. 











 
 
 

    

 
Our Reference:22/058624 
Contact Officer: Jen O’Farrell  
 

SENSITIVE 
 
 
21 April 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information Commission of Inquiry into specific 

matters relating to the Crime and Corruption Commission (Commission 
of Inquiry) 

 
I refer to your correspondence dated 13 April 2022, in which you have requested 
additional information to supplement information provided by the Crime and 
Corruption Commission (CCC).  
 
Which personnel are involved in the preparation of the project closure report? Is it 
only members of the investigation team that are involved in the preparation of that 
report?  
 

1. The Operations Manual section MM01: Matter management, planning and 
conduct provides the phases of a CCC investigation, including the procedures 
relevant to the post-delivery stage (see section 4.2.4).  

2. The key management document in the post-delivery stage is the Investigation 
Completion Report, which comprises the following sections: 

a) Part A: Finalisation 

b) Part B: Post-delivery assessment 

c) Part C: Closure. 

mailto:submissions@cccinquiry.qld.gov.au
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3. The Case Manager is responsible for completing the Investigation Completion Report, including 

(Part C: Closure). At the discretion of the Case Manager, other Commission Officers may be 
involved in drafting the report. This may include the Case Officer and other members of the multi-
disciplinary investigation team.   
 

Is there any process for external review of the conduct of investigations, and decisions to commence 
any prosecutions arising from those investigations, after those matters have been concluded? (In 
this context, ‘external review’ means review by employees or officers of the Crime and Corruption 
Commission who were not involved in the investigation or prosecution, or persons or entities 
external to the Crime and Corruption Commission.)  
 
If there is such a process for external review:  

• When are external reviews undertaken? Are they undertaken at the conclusion of all 
investigation matters, or only in certain cases and if so, what are those categories of matters?  

• What is the seniority and experience level of the personnel conducting any such reviews?  
• Do the reviews consider the appropriateness of decisions taken in investigations and the 

appropriateness of decisions to commence prosecutions (such as whether those decisions had 
a proper basis in evidence and complied with Crime and Corruption Commission policies and 
procedures, including the Code of Conduct)?  

• Do the reviews consider whether conduct during investigations and decisions to commence 
prosecutions give rise to suspicions of “improper conduct” that might give rise to a 
requirement to notify the Parliamentary Crime and Corruption Committee and the 
Parliamentary Crime and Corruption Commissioner under section 329 of the Crime and 
Corruption Act 2001?  

 
Current review practices 

4. The post-delivery stage includes a post-delivery assessment to measure whether the investigation 
achieved its purpose, how well the investigation was undertaken and whether there are any 
lessons or opportunities for future improvement (see Section 4.2.4), however, the CCC does not 
have a formal policy requiring external review of matters post-prosecution. 

5. The existing post-delivery assessment occurs within one month of the decision to finalise an 
investigation matter in the Case Management System (see sections 4.2.3 and 4.2.4 of MM01).  

6. That timeframe facilitates timely reflection on the conduct of the investigation, leveraging the 
knowledge of those involved in the investigation, and provides the opportunity for a rapid 
feedback loop to existing investigations. 

7. However, closely coupling the post-delivery assessment process with the finalisation of the 
investigation necessarily limits the process to outcomes known at that time. One month post-
finalisation is too short a timeframe to review the longer-term outcomes associated with the CCC’s 
work. This holds true whether the result of a CCC investigation is procedural recommendations to 
a unit of public administration, recommendations to government for legislative change, or 
charging a person with an offence (see point 11 for some examples). 

8. While the CCC’s Operations Manual does not require a review after prosecution outcomes are 
known, in reality, the CCC has several processes in place that capture lessons learned post court 
outcome, including: 

a) The Case Manager and lawyer assigned to the investigation generally meet with the 
Chairperson and Senior Executive Officer (Corruption) to discuss the prosecution outcome. 
This enables matters to be considered on a case-by-case basis and the Senior Executive 
Officer (Corruption) to feed these lessons back to corruption investigators and legal officers. 
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For example, in Investigation Dugong, when the charges were discontinued in relation to 
Adrian Raedel and Tosh Murphy, a meeting was held with the SEO (Corruption), the Case 
Officer, the allocated lawyer and the Director Corruption Legal to reflect on the advice and 
consider other outcomes that might be appropriate in the circumstances.  

b) Conducting targeted professional development on key matters. For example, in November 
2021, the Deputy Director of Public Prosecutions, Todd Fuller QC, attended the CCC to deliver 
a presentation titled ‘Learnings from the Stenner Matter’. The presentation canvassed 
inherent difficulties of a perjury charge, and the application of the law to the prosecution 
against Michelle Stenner. The presentation was arranged as the facts of the matter (relating 
to a closed hearing) were highly specific and relevant to the work of the CCC. 

c) Providing continual feedback to commission officers about prosecution outcomes to improve 
understanding of relevant matters. 

9. Other existing review mechanisms are:  

a) A judicial review in relation to the CCC’s activity, which properly is regarded as an external 
review, pursuant to section 332 of the Crime and Corruption Act 2001 (Qld). However, this is 
only available when an investigation is being conducted, or is about to be conducted. It does 
not enable a judicial review to occur after an investigation has concluded.  

b) While it has not been done in recent history, the CCC could initiate an external review on its 
own initiative. There is currently no process preventing such an external review or need for 
any legislative amendment for the CCC to undertake such a review.    

Comments about post-prosecution review 

10. The CCC recognises that there is merit in revisiting the investigation, once prosecution outcomes 
are known, to identify if and how the prosecution outcomes offer lessons for the earlier phases of 
the investigation, including the decision to commence prosecutions.  

11. Any discussion of post-prosecution review should consider the time elapsed between the CCC 
investigation and court outcome. The conclusion of the prosecution can often be years after the 
arrest is made, particularly in very complex matters or investigations involving multiple 
defendants. We provide some examples. 

a) For Operation Windage, the first charges occurred on 20 June 2017, the CCC published a report 
about this investigation on the 18 August 2018. Some of the defendants’ matters are still 
proceeding through the courts, and others have been finalised. For example: 

i. Paul Pisasale was first charged on 20 June 2017; his matters were finalised on 24 
September 2020.  

ii. Wayne Myers was charged 8 November 2017; his matters were finalised in the Court of 
Appeal on 10 September 2019.  

iii. Wayne Innes was first charged on 30 August 2017; his matters were finalised in the 
District Court on 3 May 2019.  

b) For an investigation into the Hope Vale Council, the defendant Lee Robertson (Robertson) was 
charged on 2 August 2015. Robertson stood trial for fraud in the District Court Maroochydore 
between 1-5 February 2021, some eight years after the CMC’s investigation commenced. On 
5 February 2021, the jury returned a verdict of not guilty. Further information regarding the 
Robertson prosecution is outlined at page 25 of Attachment K to the CCC’s submission, dated 
1 April 2022.  

12. The CCC proposes to amend its Operations Manual to require a post-prosecution review when 
appropriate, once prosecution outcomes are finalised.  
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13. The decision to undertake a post-prosecution review will likely consider different factors to those 

considered at post-investigation closure, including the complexity of the matter, whether charges 
were discontinued, whether there were changes in prosecutors, the availability of the original 
investigation team, the impact of a judicial decision on current investigations, and the exercise of 
the judicial discretion (such as those found in s. 130 of the Evidence Act 1977 (Qld)). 

14. As the ODPP and the CCC share the responsibility of learning from prosecution outcomes, the CCC 
will begin consultation with the ODPP to determine an effective model, including consultation on 
the circumstances where a post-prosecution review would be conducted in partnership with the 
ODPP.  

 

Suspicions of improper conduct during investigations and decisions to commence prosecutions  

15. All Commission Officers are inherently aware of their obligations to report improper conduct (s. 
329 of the Crime and Corruption Act 2001 (Qld)), irrespective of whether that conduct occurs 
during an investigation or decision regarding the decision to commence a prosecution.  

16. The obligation on Commission Officers is to report as soon as suspicion is formed. There should be 
no delay. 

17. Equally, if corrupt conduct by a commission officer was observed by a Magistrate, Judge, or 
Prosecutor in commencing a prosecution, or during a prosecution, they have an obligation to 
report the corrupt conduct.  

18. The process for an external party to make a complaint about the conduct of commission officers 
is outlined on the CCC’s website. Such allegations are addressed as allegations of improper 
conduct, and may or may not be notified to the PCCC, depending on the nature of the allegation 
in accordance with the approved protocol.  

19. In recent history, we know of two complaints about the conduct of a commission officer during 
court proceedings. More information can be provided on request.   

 
 
Please do not hesitate to contact me or the CCC’s CEO should have you have questions in relation to 
the submission. 
 
Yours sincerely 
 

 
 
Bruce Barbour 
Acting Chairperson 
 
encl. 



 
 
 

    

 
Our Reference: 22/062099 
Contact Officer: Jen O’Farrell  
 

SENSITIVE 
 
 
26 April 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information Commission of Inquiry into specific 

matters relating to the Crime and Corruption Commission (Commission 
of Inquiry) 

 
I refer to your correspondence dated 19 April 2022, in which you have requested 
additional information to supplement information provided by the Crime and 
Corruption Commission (CCC). 
 
The Inquiry has sought clarification of two matters, said to arise from the 
Parliamentary Crime and Corruption Commissioner’s understanding regarding 
disclosure of hearings evidence. Those relate to:  

i) Disclosure of compelled material to co-accused  
ii) Whether provision of material in those circumstances is “legally suspect” (as 
it is said is the Parliamentary Commissioner’s view)? 
 
1) The CCC is aware of criticism which has previously been made of its approach 
to disclosure. The criticism flows in two directions. In the PCCC’s most recent 5-yearly 
review the Queensland Law Society, particularly through its representative Mr Ken 
McKenzie, criticised the explanation provided to witnesses in hearings regarding what 
use may be made of their evidence. Mr Mackenzie (a criminal defence lawyer, and 
member of the QLS’s Criminal Law Committee) submitted that the CCC does not 

mailto:submissions@cccinquiry.qld.gov.au


 SENSITIVE Page 2 
 

sufficiently explain to witnesses the ways in which their hearings evidence might be disclosed 
to third parties. Despite this, he maintained that no changes are required to the regime of 
disclosure, and “[i]t is patently in the interests of justice that a witness’s evidence at the [CCC] 
should be disclosed to an accused person if the witness will be called to give evidence against 
the accused.”  

2) In his most recent meeting with the PCCC on 25 February 2022, the Parliamentary 
Commissioner, Mr Michael Woodford, articulated the issue as follows: 

 
3) As a general proposition, the CCC provides material in accordance with what it understands its 

legal obligations to be. That is informed by the Crime and Corruption Act 2001 (‘CC Act’), the 
disclosure provisions in the Criminal Code Act 1899 (Qld) (‘Criminal Code’), and the common 
law which informs those considerations. These considerations generally apply to evidence 
given by witnesses in CCC hearings, but are considered here specifically through the lens of 
the question – as they relate to the disclosure of hearings evidence as between co-accused.  

Disclosure to co-accused 
 

4) Section 201 of the CC Act provides as follows: 
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5) The threshold question is whether evidence given in (or produced to) a commission hearing is 
relevant evidence for a person’s defence against a charge. That section is not understood to 
be limited to evidence given by the person charged. Section 201(2) provides that if asked, the 
CCC must give the evidence to the defendant (or their lawyer) unless the court makes an order 
under section 201(4). 
 

6) Section 201(4) allows a court to make an order that the evidence is not to be given to the 
defendant if the court considers that it would be unfair to a person or contrary to the public 
interest to do so. 
 

7) Only two s.201(4) applications are known to have been contemplated by the CCC; one arising 
from an investigation undertaken in 2007 and another in 2021. Only the prior mentioned 
matter proceeded to hearing and an order was obtained from the Supreme Court that the 
evidence of one witness was not be disclosed to the applicant or their lawyer.  
 

8) The circumstances in which a s.201(4) application may be made is currently under review, and 
is informed by the human rights considerations raised in the recent decision of SQH v Scott.1 

 
9) As a general proposition, then, the Parliamentary Commissioner’s understanding is correct 

that, in cases involving co-accused, if one co-accused requests another’s compelled evidence, 
it is routinely provided under s.201 of the CC Act. 
 

10) However, it should be noted that in cases where there are actual co-accused (ie jointly charged 
defendants in the same proceeding, with the same prosecutor) it should not generally be the 
case that such compelled evidence would be disclosed by the DPP. That is because High Court 
decisions such as Strickland v DPP2 and Lee (No 2)3 make clear that a prosecutor generally 

 
1 [2022] QSC 16. 
2 [2018] HCA 53. 
3 (2014)HCA 20. 
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should not be in possession of an accused’s compelled evidence. Where there are co-accused, 
compelled evidence of any of those co-accused would not be expected to be in the possession 
of the prosecution. 
 

11) That being said, disclosure of hearings evidence may also be made by investigating police as 
part of the criminal disclosure process. Police may be in authorised possession of the evidence 
of co-accused for the purposes of their investigation, as permitted by orders made by the 
presiding officer under s.180 of the CC Act. If permitted under such an order, investigators may 
disclose hearings evidence due to disclosure obligations as set out in the Criminal Code. But in 
those cases, such disclosure would be made to the requesting defendants but not the 
prosecutor, as disclosure would be prohibited by the s.180 order.   

Legal basis for provision of material to co-accused 
 

12) The CCC strongly disagrees with the Parliamentary Commissioner’s view that the provision of 
such material in those circumstances is “legally suspect”. 
 

13) The CCC’s disclosure of hearings evidence in such circumstances is understood to be consistent 
with its obligations under statute and common law. 
 

14) Without reference to the Parliamentary Commissioner’s complete position, it is difficult to 
entirely discern the basis on which he contends that such disclosure is “legally suspect”. 
However, it may be informed by the context provided for the question – which relates to issues 
of admissibility which arise by reason of s.197. 
 

15) The question is relevantly framed as follows: 

“The Parliamentary Commissioner considers the terms of section 197(2) of the Crime and 
Corruption Act 2001 which does not limit its coverage to use by the Crown of an answer, 
document, thing or statement given or produced by an examinee who invokes section 197(1) 
during a compulsory examination by the CCC. An argument is available that an answer, 
document, thing or statement given or produced by a defendant in the CCC is not admissible 
against that defendant, at the instance of a co-accused”. 

 
16) To be absolutely clear, the CCC agrees entirely with the position that s.197(2) is not limited in 

its application to the Crown and “that an answer, document, thing or statement given or 
produced by a defendant in the CCC is not admissible against that defendant, at the instance 
of a co-accused.” 
 

17) However, the contention that disclosure of such material is “legally suspect” may tend to 
conflate questions of relevance, use and admissibility. 
 

18) Section 197 confers a ‘direct use immunity’. It does not confer a derivative use immunity. 
While there may be other avenues (such as the discretion of a trial judge to refuse evidence 
on the ‘unfairness ground’) to restrict other uses of evidence, s.197 only operates to prohibit 
its admission in proceedings. Evidence which is inadmissible by reason of s.197 may 
nevertheless be used by a person. 
 

19) Evidence which is inadmissible may nevertheless be relevant to an accused’s defence. The 
Court of Appeal in R v Spizzirri [2000] QCA 469 (Spizzirri) (which dealt with production under a 
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subpoena) made abundantly clear that the concept of disclosure in criminal proceedings was 
wider than the concept of admissibility. “It would have been sufficient that [the materials 
sought] armed the defence with information it might fairly have pursued with the complainant 
towards that potentially significant forensic goal, the erosion of his credit” (per de Jersey CJ at 
[7]). 
 

20) The Court in R v Rollason & Jenkins; ex parte A-G (Qld) [2007] QCA 65 (Rollason) further 
considered the question of relevance in the context of the disclosure provisions under the 
Criminal Code. The Court there considered the issue of relevance in the context of those 
disclosure provisions, again taking a broad approach to what may be ‘relevant’. The Court 
considered the intent of the disclosure provisions as requiring disclosure of matters broader 
than that evidence which would tend to prove or disprove the prosecution case, or establish 
a defence, and instead encompassed material that would tend to help the case for the accused 
person.  
 

21) As noted above, s.201 of the CC Act mandates disclosure of relevant evidence when asked, 
unless an order is made under subsection (4) to relieve the CCC of that obligation. The primary 
question under s.201(1) is whether the evidence is ‘relevant evidence for the defence against 
the charge’. In some circumstances it will be necessary for a defendant to provide further 
information to enable the CCC to understand why evidence given in a hearing may be relevant 
to their defence. In other cases it will be self-evident. Ordinarily the evidence given by a co-
accused in relation to the offending with which they are jointly charged will be self-evidently 
relevant to the defence. 
 

22) Consistent with the broad approach to ‘relevance’ in considering disclosure in criminal 
proceedings as indicated in cases such as Spizzirri and Rollason, the CCC considers the question 
of ‘relevance’ for the purposes of s.201 as broadly encompassing information that would tend 
to help the accused person. That is also consistent with the statutory provision, which requires 
disclosure unless an application is made under s.201(4). 
 

23) As a practical matter, the evidence which a defendant has given in a hearing is ordinarily highly 
likely to be relevant to a co-accused’s defence, but particularly where the co-accused chooses 
to give evidence. At the very least, a co-accused who has been examined about the subject 
matter of the charges will have provided their (hopefully honest) version of the offending in 
which they and their co-accused were involved. A person may have given evidence which 
weakens the case against another co-accused. Or they may have given answers which 
undermine their own credibility should they choose to give evidence (such as adverting to 
matters another defendant may be able to positively refute, thereby strengthening their own 
position). 
 

24) An interesting evidentiary question may arise in relation to an accused who has given evidence 
in a hearing and subsequently gives evidence in their own defence which is inconsistent with 
that hearings evidence. To refer back to the question posed, the CCC’s view is that even in 
those circumstances, the defendant’s evidence would not be admissible against them even as 
a prior inconsistent statement. However, it may be permissible (it is ultimately a matter that 
would require close regulation by the trial judge) to cross-examine the witness on the basis of 
the evidence the witness previously gave. It may even be possible to ask the witness whether 
they had ever given a different version as to what occurred, although this may be 
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objectionable. Depending on the nature of the cross-examination, this may present complex 
issues for a trial judge. But that is a very different question as to whether such information 
ought be disclosed. 
 

25) The other way in which hearings transcripts of co-accused may come to be disclosed is under 
the disclosure obligations which regulate criminal proceedings. 
 

26) As noted above, hearings evidence may be published to investigating police (whether 
‘internally’ for police seconded to the CCC, or ‘externally’ to police in joint investigations).4 

Where hearings evidence is so published, it is pursuant to orders under s.180 of the CC Act, 
which restrict the uses which may be made of that evidence. This may include in relation to an 
investigation, or for use in criminal proceedings. 
 

27) Where an order under s.180 permits use in criminal proceedings, it will exclude provision to 
prosecutors where the evidence is of the defendant, and the provision would be to a 
prosecutor prosecuting that defendant. This is to avoid infringing the prohibitions in Strickland 
and Lee, and to address the risk to prejudice of the defendant’s fair trial rights. It follows that 
under such a non-publication order, where there are co-defendants, the evidence of those co-
defendants cannot be published to the prosecutors involved in the matter. 
 

28) Chapter Division 3 of Chapter 62 of the Criminal Code (ss590AB-AX) deals with the disclosure 
obligations imposed on the prosecution in criminal proceedings. It provides the conditions 
under which things in the possession of the prosecution must be disclosed. 
 

29) What is in the “possession of the prosecution” is defined by s590AE of the Criminal Code very 
widely, and extends beyond the actual prosecutor. It includes a thing in the possession of the 
arresting officer, but also a thing the arresting officer is aware of, and would be able to locate 
without unreasonable effort. As a result, a thing may be in the “possession of the prosecution” 
(and thus required to be disclosed) despite the fact that the person appearing for the 
prosecution may be prohibited from, in fact, possessing it. It is through this mechanism that 
an arresting officer may have an obligation to disclose hearings evidence which the actual 
prosecutor may not have. 
 

30) Section 590AB of the Criminal Code sets the general parameters of the prosecution’s 
disclosure in the following terms: 

 

 

 
4 For example, see NS v Scott (2017) 269 A Crim R 284. 
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31) The Court in Rollason expressly rejected the proposition that the reference to a ‘statement’ in 

s.590AH of the Criminal Code was to be read as a reference to “a statement of actual or 
potential evidential value in the proceeding”. What was sought in that case was affidavits in 
support of telecommunications interception warrants. These were not statements which were 
to be relied upon in the proceeding (and in most circumstances would likely not be admissible), 
but was nevertheless considered to be a ‘statement of a proposed witness for the prosecution 
in the possession of the prosecution’, and were thus required to be disclosed under s590AH of 
the Criminal Code. 
 

32) A co-accused is not a compellable witness, and thus could not be considered a ‘witness for the 
prosecution’ as contemplated in s.590AH of the Criminal Code. However, for witnesses who 
are not co-accused, it is on this basis that hearings evidence of proposed witnesses is ordinarily 
disclosed as part of the prosecution brief. 
 

33) Section 590AJ of the Criminal Code deals with disclosure which must be made upon request. 
Those include: 
i) a copy or notice of any thing in the possession of the prosecution that may reasonably be 

considered to be adverse to the reliability or credibility of a proposed witness for the 
prosecution 

ii) a copy of any statement of any person relevant to the proceeding and in the possession of 
the prosecution but on which the prosecution does not intend to rely at the proceeding 

iii) a copy or notice of any other thing in the possession of the prosecution that is relevant to 
the proceeding but on which the prosecution does not intend to rely at the proceeding 

 
34) Again, it must be observed that these criteria are not confined by reference to ‘admissibility’, 

but of relevance to the prosecution. Noting the approach propounded in Rollason, which 
disavowed equating ‘relevance’ with ‘admissibility’ in these circumstances, these provisions 
would ordinarily be considered as capturing hearings evidence of witnesses in CCC 
proceedings, including those of co-accused. 
 

35) Section 590AQ of the Criminal Code relieves the prosecution of the disclosure obligations that 
would otherwise apply under that chapter division, where the disclosure would be contrary to 
the public interest. The court is ultimately responsible for balancing the competing public 
interests and deciding whether such information should be disclosed. (It is not clear whether 
s590AQ would have application to this issue. Subsection (2) provides a non-exhaustive list of 
reasons why disclosure may be contrary to the public interest. These broadly echo established 
categories of public interest immunity. None of those articulated circumstances captures this 
scenario – where disclosure of one co-accused’s compelled evidence to another may prejudice 
their right to a fair trial, although s.590AQ(2)(a)(iv) may have some application). 
 

36) It may also be possible to bring a public interest immunity claim for relief from any residual 
obligation to disclose such evidence. The law on public interest immunity is reasonably well-
established, as is the notion that an accused receiving full disclosure of all relevant material 
for the purposes of their defence is a strong public interest consideration weighing in favour 
of disclosure.  
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37) There has been no judicial consideration of this issue in these circumstances. So far as the CCC 
is aware, the court has not been asked to consider whether the bare issue of disclosure 
between co-accused was sufficient to justify an order for non-disclosure under s.201(4), having 
regard to the issues of fairness to any person and the public interest, or solely on the grounds 
of public interest immunity. Section 201 was considered recently in SQH v Scott,5 where the 
Court (Williams J) held that the result under s.201 was not a ‘foregone conclusion’, and that 
the court could make an order under s.201 in appropriate circumstances. 
 

38) The CCC then approaches the question of disclosure on the basis that the statutory provisions 
which govern such disclosure (s.201 of the CC Act, and the disclosure obligations under the 
Criminal Code) evince a statutory intention which favours such disclosure. This is reinforced 
by the interpretation which has been given to disclosure provisions under the Criminal Code, 
and the broader principles of disclosure in criminal cases, by the Queensland Courts. 
 

Other approaches 

39) Other jurisdictions have different statutory schemes which regulate the disclosure of hearings 
evidence. Of particular note is the legislation which governed the then Australian Crime 
Commission (‘ACC’) (now Australian Criminal Intelligence Commission). As opposed to the 
CCC’s governing legislation which presumes disclosure in the absence of a court order, where 
the ACC examiner grants a certificate prohibiting disclosure of hearings information (as they 
must in certain circumstances), a defendant would then need to apply to the court for an order 
for disclosure of that evidence. 
 

40) This legislation, and the resolution of disclosure claims under it, was considered by the 
Queensland Court of Appeal in DBH v Australian Crime Commission & Ors.6 This approach 
represents a legislative scheme which has a presumption against disclosure as a counterpoint 
to the CCC’s statutory scheme which (in our view) presumes in favour of disclosure. 
 

41) There may be some merit in considering such an approach, where the presumption is against 
disclosure, but allowing a defendant to apply to the court for an order permitting disclosure. 
It is difficult for the CCC to assess competing fairness and public interest considerations in 
determining whether information should be released under s201. These considerations could 
appropriately be balanced by mandating disclosure (absent an application that such disclosure 
would be contrary to the public interest) where the person is to be called as a prosecution 
witness in a proceeding, or where their evidence otherwise falls within s202. 
 

42) In other cases, a defendant could apply to the court for an order requiring disclosure, if it can 
be demonstrated that the public interest favours that disclosure. It may be preferable for the 
prosecutor with carriage of the proceedings (QPS or DPP) to be the contradictor to such an 
application. However, that may pose its own practical difficulties as in some cases the 
prosecution may not be in possession of that information, or may be prevented from having 
possession of it. 
 
 
 

 
5 [2022] QSC 16. 
6 [2014] QCA 265 
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Conclusion 

43) While reasonable minds may differ about the approach taken to disclosure of hearings 
evidence – and particularly the complexities which arise when there are co-accused involved 
– the CCC does not agree with the characterisation of its approach as ‘legally suspect’. That 
characterisation appears to proceed from a fundamental misapprehension of the important 
distinction between issues of relevance (as that term is understood in relation to disclosure in 
criminal proceedings) and admissibility. 
 

44) If there is to be a departure from the CCC’s disclosure obligation in accordance with the CC 
Act, the Criminal Code and the relevant common law, in relation to co-accused’s hearings 
evidence, that is a matter of policy which would require careful consideration and stakeholder 
consultation.  
 

45) Please do not hesitate to contact me or the CCC’s CEO should have you have questions in 
relation to the submission. 

 
 
Yours sincerely 
 

 
 
Bruce Barbour 
Acting Chairperson 
 











































































































































































































































































































 
 
 

    

 
Our Reference: 22/072774 
Contact Officer: Jen O’Farrell  
 

SENSITIVE 
 
 
10 May 2022 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information from the Commission of Inquiry into 

specific matters relating to the Crime and Corruption Commission 
(Commission of Inquiry) 

 
I refer to the request of Counsel assisting communicated by email by the Executive 
Director of the Commission of Inquiry on 6 May 2022.  The information was requested 
to be provided today. 
 
Information about the nature of the qualifications, expertise and functions of the 
“specialist administrators” described in para 9 of the CCC submission dated 19 
April 2022.  

1. The “specialist administrators” described in paragraph 9 of the CCC submission 
dated 19 April 2022 support the multi-disciplinary corruption investigation teams. 

2. As outlined in Attachment A to that submission, there are five dedicated 
administration positions that support the multi-disciplinary corruption 
investigation teams. 

3. These positions are classified in the Administration Stream (as opposed to the 
Professional Stream) and, consequently, they do not require qualifications. 
Administration officers are required to possess a range of skills appropriate to the 
stream.  
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4. The position descriptions of these roles are included in Attachment A. In summary, the nature of
administrative support provided by these roles covers the following duties:

a. The administration of compliance associated with material obtained via surveillance devices
or telecommunications interception

b. Assisting with the preparation of briefs of evidence

c. Managing Listening Post Monitors and staff engaged in electronic surveillance

d. Entering data in the COMPASS database and Charges Register regarding the progress and
outcome of investigations and producing various reports for corruption operation teams

e. Undertaking high-volume transcription of digitally recorded multi-voice interviews

f. Undertaking the role of Hearing Room Orderly

g. Developing and reviewing administration processes to support the effective performance of
corruption operations

h. Undertaking administrative duties to assist the day-to-day management of corruption
operation teams

i. Undertaking general administration (electronic records management and file management,
photocopying, taking minutes, arranging travel, ordering stationery).

5. The commission officers currently employed in these positions have between 6 and 22 years of
administration experience at the CCC.

Copies of the position descriptions for the SEO Crime and SEO Corruption roles. 

6. The position descriptions are included in Attachment B.

Yours sincerely 

Bruce Barbour  
Acting Chairperson 

Encl. 

SENSITIVE
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Role Description 
Role title: Investigations Assistant Closing date: 

Job Ad Reference: Basis of employment: Permanent 

Division: Corruption Classification:  AO3 

Unit:  Salary: 

Location: Fortitude Valley Contact details: 

About the CCC 
The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major 
crime and corruption in the public sector in Queensland. We investigate crime and corruption, and have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 
Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP). Read more 
about our RAP here. 

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  
Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 

ATTACHMENT A

http://www.ccc.qld.gov.au/
http://www.ccc.qld.gov.au/about-us/our-functions
http://www.ccc.qld.gov.au/job-seekers/careers-ccc
https://www.ccc.qld.gov.au/publications/reconciliation-action-plan-2019-2020
https://www.ccc.qld.gov.au/job-seekers/how-apply
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Leadership competencies for the role 
The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Individual contributor profile which outlines the competency expectations and behaviours through the lens of vision, 
results, and accountability. The Leadership competencies for Queensland are available here.  

Your contribution 

The Investigations Assistant is responsible for: 

• Providing operational support to intelligence analysts and investigators involved in corruption
investigations and intelligence probes.

• Assisting in the collection and analysis of data.

• Maintaining, modifying and interrogating databases to enable the identification, collection and
evaluation of relevant data.

• Preparing basic analytical reports.

• Liaising with CCC staff and operational team members, as required.

• Providing proficient administrative support to team members by way of preparing documentation
including letters, notes to file, memoranda and schedules, and maintaining security of this material.

• If required, creating and maintaining a database of all documents obtained and created during the
course of an investigation including:

o Documents obtained from third parties;
o Statements from witnesses;
o Transcripts and exhibits from CCC hearings;
o Documents created by CCC officers; and
o Documents which may be the subject of claims of privilege.

• Providing administrative and clerical support by entering data and maintaining the quality of
information in all CCC databases, registers and electronic document management systems.

• Typing and compiling briefs of evidence, including complex briefs of evidence for:
o Counsel assisting and Presiding Officer in closed and public hearings;
o Interviews;
o Reports to the Director of Public Prosecutions and other disciplinary bodies; and
o Prosecution Briefs of Evidence.

• Undertaking limited legal research as required by the Executive Director.

• Undertaking other duties, functions and responsibilities from time to time as required.

About you 
Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

For this role, we will consider how well you show: 

• A high level of keyboard skills and knowledge of computer software packages, particularly word
processing and database systems.

http://www.ccc.qld.gov.au/
https://www.forgov.qld.gov.au/leadership-competencies-queensland
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• Good oral and interpersonal communication skills necessary to liaise effectively with other CCC staff.

• Good written communication skills.

• Experience in the preparation of material for courts and CCC hearings – briefs of evidence,
statements, exhibit materials, attendance notices, etc.

• A reasonable knowledge of legal processes, coupled with the capacity to analyse and research legal
issues, under supervision.

• Contribute positively within a team environment.

• A capacity to deliver quality work within limited timeframes.

Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.
• This role description does not necessarily detail the full range of duties required of the position.
• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from engaging

a diverse and culturally aware workforce.
• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or externally, and

promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.
• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract

position will usually be subject to a probationary period of not less than three (3) months, after which time
confirmation of appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required to
disclose previous serious disciplinary action taken against them.

• Applicants considered for appointment are required to provide evidence of their right to work in Australia. This
includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under a
Commonwealth law, to work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing date of the
initial vacancy.

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC
• Please apply via smartjobs.qld.gov.au

http://www.ccc.qld.gov.au/
https://www.ccc.qld.gov.au/job-seekers/how-apply
http://www.smartjobs.qld.gov.au/
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Role Description 
Role title: Operations Support Officer  Closing date:  

Job Ad Reference:  Basis of employment: Permanent  

Division: Corruption  Classification:   AO4 

Unit:    Salary:  

Location: Fortitude Valley  Contact details:  

 

 
About the CCC 
The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major 
crime and corruption in the public sector in Queensland. We investigate crime and corruption, and have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 
 

Working for the CCC 
Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  
 
There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  
 
At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

 
 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP). Read more 
about our RAP here. 
 

Important Information  
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  
Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 

http://www.ccc.qld.gov.au/
http://www.ccc.qld.gov.au/about-us/our-functions
http://www.ccc.qld.gov.au/job-seekers/careers-ccc
https://www.ccc.qld.gov.au/publications/reconciliation-action-plan-2019-2020
https://www.ccc.qld.gov.au/job-seekers/how-apply
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Leadership competencies for the role 
The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Individual contributor profile which outlines the competency expectations and behaviours through the lens of vision, 
results, and accountability. The Leadership competencies for Queensland are available here.  

Your contribution 

The Operations Support Officer is responsible for: 

• Monitoring staff engaged in electronic surveillance, the preparation of evidence and the compilation of the briefs of
evidence.

• Ensuring material obtained and/or produced as a result of electronic surveillance devices or via telecommunications
interception is processed and recorded in accordance with relevant legislation, CCC policies and issued warrants.

• Developing and maintaining a pool of suitable Listening Post Monitors.
• Designing and maintaining systems to ensure documentation relevant to implementing warrants and authorisations

are accurate and appropriately maintained for auditing purposes.
• Reviewing and maintaining procedures and guidelines concerning the operations of Corruption Operations
• Monitoring and maintaining governance processes in the daily business of Corruption Operations, including

innovation and continuous improvement strategies.
• Undertaking a range of administrative duties to assist with the day-to-day management of the Corruption Operations

investigation teams.

About you 
Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

For this role, we will consider how well you show: 

• Knowledge and understanding of relevant legislation relating to telecommunications interception
and surveillance warrants.

• Proven ability in maintaining confidentiality and exercising tact, discretion, initiative and sound
judgement when dealing with highly confidential and sensitive information.

• Excellent keyboard skills and experience with word processing and spreadsheet packages, as well as audio
equipment for recording listening post data.

• Well-developed organisational skills and the capacity to deliver quality work within limited timeframes.
• Good interpersonal and written communication skills particularly within a team environment,

which may include providing informal training to new or inexperienced staff.
• Demonstrated ability to use initiative to identify opportunities for improvement and resolve problems.
• Experience contributing positively within a team environment.

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC
• Please apply via smartjobs.qld.gov.au

http://www.ccc.qld.gov.au/
https://www.forgov.qld.gov.au/leadership-competencies-queensland
https://www.ccc.qld.gov.au/job-seekers/how-apply
http://www.smartjobs.qld.gov.au/
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Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.
• This role description does not necessarily detail the full range of duties required of the position.
• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from engaging

a diverse and culturally aware workforce.
• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or externally, and

promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.
• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract

position will usually be subject to a probationary period of not less than three (3) months, after which time
confirmation of appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required to
disclose previous serious disciplinary action taken against them.

• Applicants considered for appointment are required to provide evidence of their right to work in Australia. This
includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under a
Commonwealth law, to work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing date of the
initial vacancy.

Organisational chart 

http://www.ccc.qld.gov.au/
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Role Description 
Role title: Senior Support Officer Closing date: 

Job Ad Reference: Basis of employment: Permanent 

Division: Corruption Classification:  AO3 

Unit:  Salary: 

Location: Fortitude Valley Contact details: 

About the CCC 
The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major 
crime and corruption in the public sector in Queensland. We investigate crime and corruption, and have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 
Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP). Read more 
about our RAP here. 

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  
Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 

http://www.ccc.qld.gov.au/
http://www.ccc.qld.gov.au/about-us/our-functions
http://www.ccc.qld.gov.au/job-seekers/careers-ccc
https://www.ccc.qld.gov.au/publications/reconciliation-action-plan-2019-2020
https://www.ccc.qld.gov.au/job-seekers/how-apply
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Leadership competencies for the role 
The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Individual contributor profile which outlines the competency expectations and behaviours through the lens of vision, 
results, and accountability. The Leadership competencies for Queensland are available here.  

Your contribution 
The Senior Support Officer is responsible for: 

• Providing effective and efficient keyboard services for an investigative team by:
o Typing letters, memoranda, file notes and other documents.
o Undertaking high volume transcription of digitally recorded multi-voice interviews.
o Assisting with the preparation of documentation for briefs of evidence.

• Providing administrative and clerical support to an investigative team by:
o Entering data and maintaining the quality of information in the COMPASS database and Charges

Register regarding the progress and outcome of investigations and producing various reports for
the team.

o Maintaining the electronic records management system of file documentation and file location
for team members and extracting information from the records management database.

o Preparing material for team meetings.
o Arranging: a) requisitions for all purchases including stationery; b) booking travel,

accommodation and vehicles.
o Undertaking various photocopying, faxing and mailing tasks.
o Undertaking the role of Hearing Room Orderly.
o Taking minutes of meetings.
o Receiving incoming calls to team members.

• Coordinating work flows and, as required, providing guidance and supervision to support officers when they
join the team.

• Assisting with the development and implementation of systems and procedures to ensure the efficient and
effective delivery of services in the team.

About you 
Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

For this role, we will consider how well you: 

• Demonstrate a high standard of keyboard skills including advanced level word processing, preferably
Microsoft Word, and the ability to rapidly acquire a working knowledge of a range of other software
packages including Microsoft Excel, records management systems and database programs.

• Proven capacity in a similar role requiring a high level of administrative, organisation and clerical skills,
including the ability to co-ordinate work flows, set priorities, work under pressure and meet deadlines
whilst exercising sound judgement, tact, discretion and confidentiality.

• Sound oral communication and interpersonal skills, including the ability to establish good working
relationships in a team environment and the ability to provide guidance and supervision to support
officers, as required.

• Sound written communication skills, including the ability to professionally transcribe letters, memoranda,
notes, multi-voice interviews and other documents and the ability to draft basic correspondence, correct
and edit reports and take minutes of meetings.

http://www.ccc.qld.gov.au/
https://www.forgov.qld.gov.au/leadership-competencies-queensland
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Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.
• This role description does not necessarily detail the full range of duties required of the position.
• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from engaging

a diverse and culturally aware workforce.
• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or externally, and

promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.
• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract

position will usually be subject to a probationary period of not less than six (6) months, after which time confirmation
of appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required to
disclose previous serious disciplinary action taken against them.

• Applicants considered for appointment are required to provide evidence of their right to work in Australia. This
includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under a
Commonwealth law, to work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing date of the
initial vacancy.

Organisational chart 

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC
• Please apply via smartjobs.qld.gov.au

http://www.ccc.qld.gov.au/
https://www.ccc.qld.gov.au/job-seekers/how-apply
http://www.smartjobs.qld.gov.au/
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Role Description 
Role title: Support Officer Closing date: 

Job Ad Reference: Basis of employment: Permanent 

Division: Corruption Classification:  AO2 

Unit:  Salary: 

Location: Fortitude Valley Contact details: 

About the CCC 
The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major 
crime and corruption in the public sector in Queensland. We investigate crime and corruption, and have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 
Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP). Read more 
about our RAP here. 

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  
Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 

http://www.ccc.qld.gov.au/
http://www.ccc.qld.gov.au/about-us/our-functions
http://www.ccc.qld.gov.au/job-seekers/careers-ccc
https://www.ccc.qld.gov.au/publications/reconciliation-action-plan-2019-2020
https://www.ccc.qld.gov.au/job-seekers/how-apply
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Leadership competencies for the role 
The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Individual contributor profile which outlines the competency expectations and behaviours through the lens of vision, 
results, and accountability. The Leadership competencies for Queensland are available here.  

Your contribution 
The primary purpose of this role is to provide keyboard/clerical support to a business unit within Corruption. 

The Support Officer is responsible for: 

• Providing effective and efficient keyboard services, including transcriptions of letters, reports,
memoranda, notes and digitally recorded multi-voice interviews.

• Maintaining and extracting information from the complaints management database (COMPASS).
• Maintaining and extracting information from the electronic records management system for file

documentation and file location.
• Assisting to maintain accurate records and information in other registers and databases.
• Undertaking other administrative tasks such as photocopying, collating documents, taking minutes of

meetings, and arranging travel.
• Assisting in the development and implementation of systems and procedures.

About you 
Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

For this role, we will consider how well you show: 

• Experience in the Microsoft suite of packages and ability to acquire a working knowledge of database
programs.

• Experience in a similar role requiring administrative, organisation and clerical skills, including the ability to
work under pressure and meet deadlines.

• Sound oral communication and interpersonal skills, including the ability to establish good working
relationships in a team environment.

• Sound written communication skills, including the ability to professionally transcribe letters, memoranda,
notes, multi-voice interviews and other documents and to take minutes of meetings.

Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.
• This role description does not necessarily detail the full range of duties required of the position.
• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from engaging

a diverse and culturally aware workforce.
• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or externally, and

promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC
• Please apply via smartjobs.qld.gov.au

http://www.ccc.qld.gov.au/
https://www.forgov.qld.gov.au/leadership-competencies-queensland
https://www.ccc.qld.gov.au/job-seekers/how-apply
http://www.smartjobs.qld.gov.au/
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• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract
position will usually be subject to a probationary period of not less than six (6) months, after which time confirmation
of appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required to
disclose previous serious disciplinary action taken against them.

• Applicants considered for appointment are required to provide evidence of their right to work in Australia. This
includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under a
Commonwealth law, to work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing date of the
initial vacancy.

Organisational chart 

http://www.ccc.qld.gov.au/
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Role Description 
Role title: Senior Executive Officer, Crime Closing date: 

Job Ad Reference: Basis of employment: Contract 

Division: Crime Classification:  SES 4 (low) 

Unit:  Salary: 

Location: Fortitude Valley Contact details: 

About the CCC 
The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major 
crime and corruption in the public sector in Queensland. We investigate crime and corruption, have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 
Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership.  Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP) read more 
about our RAP here. 

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  
Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 

ATTACHMENT B

http://www.ccc.qld.gov.au/
http://www.ccc.qld.gov.au/about-us/our-functions
http://www.ccc.qld.gov.au/job-seekers/careers-ccc
https://www.ccc.qld.gov.au/publications/reconciliation-action-plan-2019-2020
https://www.ccc.qld.gov.au/job-seekers/how-apply
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Leadership competencies for the role 
The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Individual contributor profile which outlines the competency expectations and behaviours through the lens of vision, 
results, and accountability. The Leadership competencies for Queensland are available here.  

Your contribution 

Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

Operating as part of the Executive Leadership Team, you will: provide effective, strategic leadership across a range of disciplines to 
achieve objectives set by the Commission for the performance of its Major Crime functions including undertaking the statutory 
functions, powers and responsibilities of the senior executive officer (crime) as set out in the Crime and Corruption Act 2001. 

This position may be required to rotate and perform the role of Senior Executive Officer, Corruption. 

Your key accountabilities: 

Financial perspective 

• Ensure effective management and monitoring of the division’s budget in accordance with statutory
responsibilities, Commission priorities, policies and procedures.

Stakeholder and outcome perspective 

• Provide high level advice to the Chairperson, Commission and CEO relating to the performance of the Crime
functions of the CCC and report on performance results according to the timetable required by the
Commission.

• Build effective working relationships and co-operative arrangements with state and national law
enforcement agencies, units of public administration and other organisations including by representing the
Commission in inter-agency and/or public forums.

• Represent the CCC Chairperson, Commission and CEO as required in a range of high level regional, state,
national and international forums to gather information and to promote the activities and achievements of
the CCC.

Internal business perspective 

• Actively participate in the development of the CCC’s strategic vision, direction and culture and translate these
into operational processes that support major crime priorities and outcomes.

• Function effectively as part of the CCC executive leadership team to build strong internal partnerships by
working strategically, collaboratively and respectfully with all teams across the CCC. This is a critically
important aspect of the role.

• Apply well-developed advocacy skills and have a robust understanding of the criminal law of Queensland and
the law and practice relating to the conduct of coercive hearings.

• Ensure the development and promotion of an integrated and flexible organisation characterised by a culture
of achievement, continuous improvement and innovation.

• Actively contribute to developing and maintaining a culture where commission officers are vigilant to risks to
themselves, their co-workers, contractors, clients or visitors (including health and safety, business and
operational risks).

http://www.ccc.qld.gov.au/
https://www.forgov.qld.gov.au/leadership-competencies-queensland
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Learning and growth 

• Support the achievement of the CCC strategic plan by fostering a culture of collaboration within a high
performing, ethical and flexible environment.

• Create a workplace that enables success and empowers commission officers and teams to perform to their
full potential with a focus on outcomes for the community.

• Actively participate in the CCC executive performance planning and appraisal and individual development
planning processes.

About you 
As one of the senior leaders in the CCC you will be expected to display outstanding judgement, exemplary integrity, flexibility and 
agility to adapt to and lead in a constantly changing environment. This requires collaboration, team work and exceptional 
communication and negotiation skills.  

You will need to have served as, or be qualified for appointment as, a judge of the Supreme Court of Queensland, the Supreme Court 
of another State, the High Court of Australia or the Federal Court of Australia and ideally you will also possess tertiary qualifications 
in Business or Management and have significant experience at the senior executive level.  

You must be able to demonstrate your capability to: 

Vision 
• Lead strategically in a way that is future-oriented, founded on high level analysis, thought and action, and

which drives the successful implementation of strategies that align with organisational vision and purpose.
• Navigate complex and ambiguous environments, make decisions in the absence of complete information

while working with other executives and stakeholders to understand different viewpoints and plot a course
of action

• Lead change with agility by anticipating changes in the strategic and operational environment, adjusting
accordingly, and quickly understanding the implications of new information and developments and how
these may play out in the future.

• Operate across boundaries by adopting a system-wide view of issues, drawing on a range of information,
ideas and perspectives to better understand problems and develop appropriate responses.

• Engage with ideas, innovation and risk by being open to new ideas and ways of thinking, empowering others
to explore new approaches to long-standing or emerging problems, identifying opportunities for
improvement, and addressing barriers in order to facilitate outcomes.

Results 
• Manage internal and external relationships by building and maintaining productive relationships with internal

and external stakeholders, understanding different and competing views, communicating in a way which is
open, actively and attentively listening to others, and then synthesizing this information to inform approach.

• Manage organisational performance by directing and prioritizing resources, including human capital and
other assets, towards matters that are important to the organization.

• Actively build a learning culture that values continuous improvement and promotes flexibility and access to
learning opportunities including through succession planning, talent identification and management,
mentoring and developing direct reports and others.

• Build a cohesive and high performing management team characterised by team work, open discussion,
strong morale, and a focus on results.

• Inspire individual and team commitment in the pursuit of results by building a cohesive and high performing
management team characterised by team work, open discussion, strong morale, and a focus on results.

Accountability 
• Model professional and ethical behavior and is viewed as trustworthy, honourable and truthful, respectful of

the views of others, and consistent in word and actions.

http://www.ccc.qld.gov.au/
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• Display courage in providing advice, addressing issues and in decision-making. Use analysis, experience and
judgement to make informed decisions and be prepared to make unpopular decisions and have ‘difficult’
conversations in a fair, considered and constructive manner.

• Apply sound corporate governance by exercising sound business acumen in corporate governance areas
including financial and contract management, project management, benefits realisation, cost-effective
commissioning of goods and services, best practice procurement processes and appropriate supplier
relationships.

• Commit to personal development by actively seeking feedback and applying self-awareness to adapt and
strengthen your leadership approach.

Your working life 
The CCC values our people, accountability, integrity, courage and excellence. You will be expected to develop strong, productive 
working relationships with every member of the Commission and the Executive Leadership Team as well as across the CCC. You will 
be supported by access to an employee assistance program, and a range of learning and development opportunities. 

The CCC supports employee professional development and is committed to maintaining a healthy work-life balance. Where it does 
not conflict with operational requirements, flexible work hours and work arrangements will be considered. 

Interested? 

Please provide the following information for the panel to assess your suitability for this position: 

• A statement of no more than four pages addressing the points listed above in the ‘Are you the right
person of the job?’ section.

• A current resume of no more than three pages

• Two referees from the last two years, who have a thorough knowledge of your work performance and
conduct. Please ensure that one of the referees is your current or immediate past supervisor.

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC
• Please apply via smartjobs.qld.gov.au

http://www.ccc.qld.gov.au/
https://www.ccc.qld.gov.au/job-seekers/how-apply
http://www.smartjobs.qld.gov.au/
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Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.
• This role description does not necessarily detail the full range of duties required of the position.
• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from

engaging a diverse and culturally aware workforce.
• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or

externally, and promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.
• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or

contract position will usually be subject to a probationary period of not less than six (6) months, after which
time confirmation of appointment will be dependent upon satisfactory performance review.

• An applicant recommended for appointment who is a current or previous public sector employee is required
to disclose previous serious disciplinary action taken against them.

• Applicants considered for appointment are required to provide evidence of their right to work in Australia.
This includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under a
Commonwealth law, to work in Australia.

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing
date of the initial vacancy.

Organisational structure 

http://www.ccc.qld.gov.au/
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Role Description 
Role title: Senior Executive Officer (Corruption) Closing date: 

Job Ad Reference: Basis of employment: Contract 

Division: Corruption Classification:  SES 4 (low) 

Unit:  Salary: 

Location: Fortitude Valley Contact details: 

About the CCC 
The Crime and Corruption Commission (CCC) is an independent statutory body set up to combat and reduce the incidence of major 
crime and corruption in the public sector in Queensland. We investigate crime and corruption, and have oversight of the public sector 
including police. The CCC also has responsibility for restraining and recovering suspected proceeds of crime and administers 
Queensland’s witness protection program. Read more about our functions and history here. 

Working for the CCC 
Working for the CCC is more than just a job – it’s about serving the people of Queensland and making a difference by combating 
major crime and reducing corruption. By working with us you can contribute your passion, unique skills, and talent to keep our 
community safe and deliver our vision – Safe communities supported by fair and ethical public institutions.  

There are lots of reasons why you should work with the CCC. In addition to a great salary and up to 12.75% employer 
superannuation, the CCC offers a range of non-financial benefits. These include supported professional development, opportunities 
for career growth, job security, flexible working arrangements, including working from home, a great location, interesting and 
meaningful work and great leadership. Read more about our diverse professional roles, including lawyers, specialist investigators 
and intelligence analysts working at the CCC here.  

At the CCC our values – People; Accountability; Integrity; Courage and Excellence underpin everything we do. We live these values 
in our everyday work and recognise our people for demonstrating these values. 

The CCC acknowledges the Traditional Owners of the lands where we live and work and pay our respects to their Elders – past, 
present and emerging. We recognise and celebrate the vibrant and unique cultures of all Aboriginal and Torres Strait Islander 
peoples. At the CCC we demonstrate our commitment to reconciliation through our Reconciliation Action Plan (RAP). Read more 
about our RAP here. 

Important Information 
Certain classifications have mandatory qualifications, please refer to “About you” for further information if applicable.  
Applicants may be required to provide detailed information about their personal and financial circumstances as part of our 
comprehensive background checking process. More information can be found on our Careers page. 

http://www.ccc.qld.gov.au/
http://www.ccc.qld.gov.au/about-us/our-functions
http://www.ccc.qld.gov.au/job-seekers/careers-ccc
https://www.ccc.qld.gov.au/publications/reconciliation-action-plan-2019-2020
https://www.ccc.qld.gov.au/job-seekers/how-apply
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Leadership competencies for the role 
The CCC has adopted the Queensland Public Service Leadership competencies for Queensland for all our positions   This role is 
mapped to the Executive profile which outlines the competency expectations and behaviours through the lens of vision, results, and 
accountability. The Leadership competencies for Queensland are available here.  

Your contribution 
The Corruption Division is one of five (5) divisions at the CCC. It currently has an establishment of around 100 staff. It is responsible 
for, amongst other things, assessing complaints about corruption; monitoring the way public sector entities deal with and 
investigate complaints about corruption; investigating allegations of serious and systemic corruption; providing, through 
intelligence analysis and research, insights into emerging threats and factors which influence and enable corrupt activity in 
Queensland; and helping Queensland public sector agencies prevent corruption through capability development and the delivery 
of an audit program, prevention products and other information. The Division has a heavy focus on strategic corruption prevention 
and stakeholder engagement.  

The Senior Executive Officer (Corruption) is responsible for: 

• Providing leadership and strategic direction to the Corruption Division to raise the standards of integrity and conduct 
in the Queensland public sector, and ensuring the corruption prevention work of the CCC is collaborative and insights-
driven.

• Working co-operatively with agencies and senior leaders across the public sector, including other oversight and law
enforcement agencies, to ensure the performance to a high standard of the CCC’s statutory corruption functions.

• Driving capability development initiatives to support corruption prevention within Queensland public sector
agencies.

• Overseeing the corruption complaints assessment and corrupt conduct and police misconduct monitoring functions
of the CCC.

• Overseeing the investigation of serious and systemic corruption.

• Driving continuous improvement and encouraging the development of effective and innovative initiatives within the 
Corruption Division, particularly those aimed at improving the experience of stakeholders when dealing with the CCC.

• Working strategically with the CCC Leadership team and other CCC stakeholders to maximise outcomes from the
CCC’s service-led structure and develop the CCC’s strategic vision, direction and culture.

• Ensuring effective management and monitoring of budget and human resources in accordance with statutory
responsibilities, CCC priorities, policies and procedures.

• Creating a workplace that enables success and empowers commission officers and teams to perform to their full
potential with a focus on outcomes for the community.

This position may be required to rotate and perform the duties of other senior positions within the CCC, including the Senior 
Executive Officer (Crime). 

About you 
Appointments in the CCC are merit-based and will be assessed by looking at what you have done previously—the knowledge, skills 
and experience you have built, your potential for development, and your personal qualities which align with the leadership 
competencies and the CCC’s values.  

It is a requirement of the role to be admitted as a legal practitioner, Barrister or Solicitor. Possession of tertiary qualifications in 
other relevant disciplines such as criminology, governance or management will be highly regarded.   Qualifications acquired from an 

http://www.ccc.qld.gov.au/
https://www.forgov.qld.gov.au/leadership-competencies-queensland
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overseas educational institution will only be accepted where the qualification has been recognised to an equivalent level in 
accordance with the Australian Qualifications Framework.  

For this role, we will consider how well you demonstrate the following: 

• Significant executive-level experience working in collaboration with an executive leadership team to drive and
success in driving continuous improvement initiatives, particularly with respect to improving outcomes and
experiences for stakeholders.

• Significant experience leading investigations and/or significant experience in criminal litigation.

• Significant executive-level experience leading the delivery of projects, ideally involving stakeholder engagement.

• Superior verbal and written communication skills applied to influence and persuade, including through drafting
correspondence and reports, and highly effective stakeholder and customer service management skills.

• Proven experience building high performing teams, influencing positive workplace culture and supporting major
change initiatives.

• Superior abilities with respect to interpreting and applying legislation, policies and procedures, and providing high
level legal and strategic advice in relation to such interpretation and application.

Conditions and benefits of the role 
The CCC provides access to an employee assistance program and a range of learning and development opportunities.  The CCC 
supports employee professional development and is committed to maintaining a healthy work-life balance. 

Senior Executive Service officers are provided with a motor vehicle allowance as part of their remuneration package and are 
provided an allocated parking bay in the CCC’s secure on-site car park. The motor vehicle allowance for this role is $27,000 per 
annum.  As a Queensland government agency we offer superannuation co-contributions which can create an effective 
superannuation rate of 17.75% (based on 12.75% employer contribution and 5% employee contribution). 

The CCC embraces flexible work arrangements.  As a critical leadership role in the organisation, the Senior Executive Officer 
(Corruption) is required to be a full-time role, however other flexible working arrangements such as remote working, purchased 
leave and customised working hours will be considered. 

Additional information 

• Certified copies of all qualifications and professional memberships must be produced at time of interview.
• This role description does not necessarily detail the full range of duties required of the position.
• The CCC seeks to employ people from a broad range of backgrounds recognising the benefits that arise from

engaging a diverse and culturally aware workforce.
• The CCC has a zero tolerance for fraud and corruption activities, whether initiated within the agency or

externally, and promotes a culture that will not tolerate any act of fraud, corruption or dishonest behaviour.

How to Apply 
Please provide the following information to the panel to assess your suitability: 

• A supporting statement of no more than two pages which outlines your suitability for this position, referencing the
“About you” section of this role description

• A detailed resume, including your work experience and at least two referees (one ideally being your supervisor from
the past two years) who has a thorough knowledge of your work performance and conduct

• View more information on applying for jobs with the CCC
• Please apply via smartjobs.qld.gov.au

http://www.ccc.qld.gov.au/
https://www.aqf.edu.au/
https://www.ccc.qld.gov.au/job-seekers/how-apply
http://www.smartjobs.qld.gov.au/
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• The employment of an appointee who is not currently a permanent officer of the CCC to a permanent or contract 
position will usually be subject to a probationary period of not less than three (3) months, after which time 
confirmation of appointment will be dependent upon satisfactory performance review. 

• An applicant recommended for appointment who is a current or previous public sector employee is required to 
disclose previous serious disciplinary action taken against them. 

• Applicants considered for appointment are required to provide evidence of their right to work in Australia. This 
includes Australian citizenship, or evidence the applicant resides in Australia and has permission, under a 
Commonwealth law, to work in Australia.  

• Applications for this role may be used to appoint to similar vacancies for up to 12 months after the closing date of the 
initial vacancy. 

 
 

Organisational structure 
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Our Reference: 22/070134 
Contact Officer: Jen O’Farrell  
 

SENSITIVE 
 
 
11 May 2022 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
Via email: submissions@cccinquiry.qld.gov.au 
 
Dear Commissioners, 
 
RE:  Request for additional information from the Commission of Inquiry into 

specific matters relating to the Crime and Corruption Commission 
(Commission of Inquiry) 

 
I refer to your correspondence dated 3 May 2022, in which you have requested 
additional information from the Crime and Corruption Commission (CCC), and our 
letter dated 6 May 2022 advising that we would be responding to this request by 11 
May 2022. Each matter will be addressed separately. 
 

The test to be applied when charging   

Section 382 PPRA and direction under s4.9 of the PSA 

1. Section 382 of the Police Powers and Responsibilities Act 2000 (Qld) (the PPRA) 
permits a notice to appear to be issued if a police officer reasonably suspects 
that a person has committed or is committing an offence. 

2. A “reasonable suspicion” in this context requires reasonable grounds for 
suspicion of guilt. The CCC accepts that a “reasonable suspicion” is, at law, less 
than a prima facie proof or reasonable and probable cause to prefer a charge. 
At common law, a “reasonable suspicion” of guilt was a prerequisite for a police 
officer to make an arrest: Hussien v Chong Fook Kam [1970] AC 942 at 948 and 
Dumbell v Roberts [1944] 1 All ER 326, 329. 
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3. However, it is clear from the terms of the QPS OPM issued under section 4.9 of the Police Service 

Administration Act 1990 (Qld) (the PSA Act) that a notice to appear is not to be issued (and a 
criminal proceeding thereby commenced) unless the “two-tier” test is satisfied: para 3.4.1, QPS 
OPM; CCC submissions dated 1 April 2022, para 466. In other words, the QPS OPM requires 
police officers to have more than a “reasonable suspicion” (as that term is known at law) before 
issuing a notice to appear and thereby commencing proceedings. 

4. The QPS OPM states a clear preference for officers to issue a notice to appear (rather than a 
complaint and summons) which is to be used to commence proceedings “wherever practicable”: 
para 3.5.3, QPS OPM. 

5. In particular, notwithstanding that a “reasonable suspicion” at law might be based on 
inadmissible evidence, the QPS OPM requires the satisfaction on reasonable grounds that an 
offence has been committed to be supported by the admissible evidence: para 3.4.2, QPS OPM.  

6. The “primary test” for the decision to prosecute is the “sufficiency of evidence” test which is 
based on admissible evidence to prove the charge against the defendant: para 3.4.3, QPS OPM. 
The “prima facie case” is essential but is not enough: para 3.4.3, QPS OPM. Before charging a 
person with an offence, the officer must ensure there is sufficient admissible evidence to prove 
the charge to the requisite standard: para 3.4.3, QPS OPM. 

7. In this way, the power in section 382 of the PPRA to issue a notice to appear based on a 
“reasonable suspicion” is in practice applied in the light of the QPS OPM which requires a higher 
threshold to be met before commencing proceedings.”  

 

Training of Queensland Police Officers 

8. Your correspondence of 3 May 2022 asks several questions about the training received by police 
officers. The QPS, not the CCC, is responsible for police officer training and so the CCC is 
presently not able to provide answers to the questions asked. We understand, however, that 
the QPS will provide further information to the Commission of Inquiry about these matters. The 
CCC otherwise makes the following comments on the training of QPS officers. 

9. The CCC engages appropriately qualified and experienced police officers to undertake roles 
relevant to the CCC’s purpose. Police officers seconded to the investigative teams must hold the 
appointment of detective.  

10. One of the strengths of this resourcing model is that the CCC can leverage the QPS’ significant 
investment in training and development. This investment occurs both prior to, during and after 
the police officer’s secondment to the CCC.  

11. It is for this reason that more detailed information about the training undertaken by police 
officers is more appropriately directed to the QPS. 

12. The CCC facilitates the QPS’s continued investment in training while officers are seconded to the 
CCC. It does this by releasing police officers from their CCC duties to undertake the mandatory 
QPS training necessary to maintain capabilities and performance standards and assisting 
supervisors to monitor the completion of mandatory training (achieved via the Police Group 
Application, developed by the CCC in 2020). 

 

Charging methods and the publicity generated  

Charging methods 

13. It is not CCC policy or general practice to alert the media that people will be charged. 
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14. After a seconded police officer has decided to charge, they will decide if they are to arrest the 

person or issue a notice to appear. They make this decision based on the provisions contained 
in Chapter 14 of the PPRA. This decision is not unique to police officers seconded to the CCC; all 
police officers follow the same legislation and are expected to give the same consideration 
whenever a charge is laid. 

15. There is a key distinction between making an arrest and laying a criminal charge. An arrest does 
not commence a criminal prosecution whilst the laying of a charge does commence a criminal 
prosecution. 

16. At common law, a police officer must act promptly to verify their suspicions or otherwise release 
the subject without charge. If a police officer charged the subject without prima facie proof of 
the offence charged, the officer would be at risk of an action for malicious prosecution: New 
South Wales v Robinson, [31]; citing Hussien v Chong Fook Kam at 948. 

17. Section 365 of the PPRA sets out when it is lawful for a police officer to arrest an adult without 
a warrant provided the police officer reasonably suspects the adult has committed or is 
committing an offence and the arrest is reasonably necessary for one or more of the following 
reasons:  

(a) to prevent the continuation or repetition of an offence or the commission of another 
offence;  

(b) to make inquiries to establish the person’s identity; 
(c) to ensure the person’s appearance before a court; 
(d) to obtain or preserve evidence relating to the offence; 
(e) to prevent the harassment of, or interference with, a person who may be required to 

give evidence relating to the offence;  
(f) to prevent the fabrication of evidence;  
(g) to preserve the safety or welfare of any person, including the person arrested;  
(h) to prevent a person fleeing from a police officer or the location of an offence; 
(i) because the offence is an offence against section 790 or 791;  
(j) because the offence is an offence against the Domestic and Family Violence Protection 

Act 2012, section 177, 178 or 179; 
(k) because of the nature and seriousness of the offence; 
(l)  because the offence is—  

i.  an offence against the Corrective Services Act 2006, section 135(4);  
ii. an offence to which the Corrective Services Act 2006, section 136 applies.  

18. Further, as provided for in section 364(2) of the PPRA, it is lawful for a police officer, without 
warrant, to arrest a person the police officer reasonably suspects has committed or is 
committing an indictable offence, for questioning the person about the offence, or investigating 
the offence, under chapter 15. 

19. Section 382 of the PPRA provides for the issuance of a notice to appear. It is intended as an 
alternative way to commence a proceeding which reduces the need for custody associated with 
an arrest and reduces the delay associated with a complaint and summons. 

20. Section 382 therefore is about commencing a prosecution rather than making an arrest and the 
two matters are distinct and separate. 

21. Section 382(2) of the PPRA sets out when a police officer may issue a notice to appear, namely 
if the police officer: 

a. reasonably suspects the person has committed or is committing an offence; or  



  Page 4 
 

b. is asked by another police officer who has the suspicion mentioned in paragraph (a) to issue 
and serve the notice to appear.  

22. There are limitations in the issuing of notices to appear rather than arresting and charging a 
person and requiring them to seek bail. In short, a notice to appear does not allow for a police 
officer to impose conditions on a person prior to their appearance in court.  

23. There is a legislative difference between the bail conditions which can be imposed by a 
prescribed police officer (such as an officer-in-charge of a police station or police establishment 
or a watch-house manager) and the conditions able to be imposed by the court. For example, 
only a court can require a person to wear a monitoring device or attend a rehabilitation program.  

24. It is important to note, as provided for in section 7(1)(c) of the Bail Act 1980, a prescribed police 
officer only has the legislative power to grant bail if they are satisfied it is not practicable to bring 
the person before a court promptly. For most cases, there is an ability to bring a person before 
the court promptly even though this may lead to a person spending a night in the watchhouse.   

25. The considerations for the refusal and granting of bail are set out in section 16 of the Bail Act 
1980.  

26. The general conditions the seconded police officer often seeks (as allowed for by section 11 of 
the Bail Act 1980) from a prescribed police officer or court are intended to ensure the defendant:  

a. appears in accordance with the person’s bail and surrenders into custody;  

b. does not endanger the safety or welfare of members of the public; and  

c. does not interfere with witnesses or otherwise obstruct the course of justice whether in 
relation to the person or another person. 

27. Specific bail conditions sought by seconded police officers depend on the individual 
circumstances of the matter. Common conditions sought relate to conditions to ensure the 
defendant appears (e.g., surrendering passports and not attending international airports), 
conditions to prevent interference with witnesses (e.g., no contact orders), conditions regarding 
residence (e.g., residing at a particular address) and conditions to report to an agreed location 
at an agreed frequency.  

28. With respect to the commencement of prosecution by way of arrest as compared to notice to 
appear, the CCC confirms that it is cognisant of taking the least intrusive action that is 
appropriate in the circumstances.  

29. Since 2019, in the corruption jurisdiction, the CCC has commenced prosecution proceedings by 
issuing a notice to appear and arrest in 48% and 52% of instances respectively. While direct 
comparisons cannot be made between the approaches of the police officers seconded to the 
CCC and QPS because the nature of investigations is quite different, the approaches are 
generally consistent in broadly similar offence types.1 

 

Other matters referred to in the letter 

30. Your letter refers, in general terms, to allegations raised by others in submissions, that the CCC 
has notified the media that a person will be charged and has unnecessarily arrested a person, 
causing them to be held in a watchhouse overnight and experience intensified media coverage, 
when less intrusive procedures (such as a notice to appear) would have sufficed.  

 
1 QPS Statistical Review 2016/17: Fraud offences - 43% offenders arrested, 42% issued with a notice to appear; 
Assault - 57% arrested and 25% issued with a notice to appear. 
https://www.police.qld.gov.au/sites/default/files/2019-01/AnnualStatisticalReview_2016-17.pdf  

https://www.police.qld.gov.au/sites/default/files/2019-01/AnnualStatisticalReview_2016-17.pdf
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31. It would be helpful and productive if any specific allegations could be provided to us so we can 

review and, if necessary, provide further relevant information to the Commission of Inquiry.  

 

Communications more broadly  

32. The CCC recognises that a tension exists between the need to be open and communicate and 
the need to protect confidential information that could compromise a person or an ongoing 
investigation. As an organisation with unique powers in Queensland, the CCC occupies a 
privileged position. With the exercise of these powers, the CCC needs to be accountable and 
communicate transparently with stakeholders about our activities. 

33. Engaging with the community is necessary to communicate the work being undertaken by the 
CCC and outcomes being delivered to achieve general deterrence and increase public confidence 
in both the CCC and the integrity of the public sector. When integrity agencies fail to 
communicate they are often criticised for being unnecessarily secretive.  

34. The CCC Communications Policy and Procedure confirms public communication occurs to 
promote transparency and confidence in the operation and effectiveness of the agency. It 
specifies the decision makers for different types of communication (see Attachment A). 

35. Decisions are made on a case-by-case basis, having regard to operational and public interest 
considerations.  

36. There are occasions where no media release is published following the charging of an individual. 
This typically occurs when the CCC does not wish to alert other individuals under investigation 
of associates being charged.  

37. When the CCC decides to publicly communicate about an operational activity, that 
communication typically involves the release of a media statement. It is not common practice 
for the CCC to conduct a press conference following operational activity that results in criminal 
charges.2  

38. A review of the CCC’s media releases and press conferences since 1 July 2016 indicates only two 
press conferences have been held relating to the laying of criminal charges:  

a. 18 February 2017 - Operation Altana – Organised crime investigation into a drug-trafficking 
syndicate  

b. 26 April 2019 – Operation Front – Logan City Council councillor investigation.  

39. In the same period, more than 100 media releases were issued relating to criminal charges in 
the CCC’s crime and corruption functions (see Attachment B).  

40. Media releases about an operational outcome involving criminal charges seek to balance 
transparency and privacy considerations, such that media releases routinely: 

a. do not name the individuals who are the subject of the criminal charges.  

b. reference the charges and alleged conduct in general and not specific terms, and conduct is 
typically characterised in terms such as ‘allegedly’ or ‘it will be alleged in court’ to indicate 
no finding of fact has been made.    

c. indicating that the matters are now before the court so it is not appropriate to comment 
further.  

 
2 The CCC has participated in press conferences to communicate CCC reports tabled in parliament, prevention 
initiatives and outcomes of operational activity that has not resulted in criminal charge. Since 2016/17, the CCC 
has conducted press conferences on 13 occasions. The former Chairperson, at times, responded to questions 
following meetings with the Parliamentary Crime and Corruption Committee.  
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41. These considerations are consistent with how other law enforcement agencies such as the QPS, 

other state police services and the Australian Federal Police write their media releases on 
investigations that result in criminal charges.  

42. It is also important to note that Queensland’s system of open justice means that there are many 
opportunities for the identity of parties who are charged with offences to become publicly 
known, irrespective of the mechanism for commencing criminal proceedings.  

 

CCC communication regarding Operation Front 

43. Having reviewed the CCC’s public communication about Operation Front to prepare this 
response, it is evident the approach followed was atypical.  

44. Decisions made relating to the degree and type of public communication about Operation Front 
were made by the former Chairperson and former Senior Executive Officer (Corruption).  

45. Early in the day of the arrests, the CCC became aware media commentary and speculation was 
increasing. The Executive Director Corruption Operations was advised that media was 
contacting QPS officers not seconded to the CCC seeking information about “councillors being 
detained” (prior to 9:28am), indicating the media was aware that arrests had been made prior 
to the release of the CCC media release at 10:08am.  

46. The Mayor and councillors were scheduled to attend individual meetings at the CCC and were 
then processed at Fortitude Valley Police Station.  

47. The media release was an attempt by the CCC to stop media queries coming into the CCC while 
the arrests were occurring and to provide confirmation that a press conference would be held 
later that day. 

48. Consideration was also given to the importance of placing timely and accurate information on 
the public record. Media reporting was occurring and the CCC was mindful to balance the privacy 
of the Mayor and councillors and how the public interest would be served by identifying which 
councillors were arrested (and, importantly, which were not).  

49. While the media release was disseminated before six councillors attended the CCC, all 
councillors had received prior notification and had agreed to attend the CCC offices with their 
legal representatives. The CCC had not provided details of where they would be processed to 
avoid that information being released to the media.  

50. We have compiled a brief summary of the events occurring on 26 April 2019 in relation to 
Operation Front as it may assist the Commission of Inquiry’s considerations.  

51. On 26 April 2019, Operation Front investigators, the seven councillors and Mayor, and their legal 
representatives met at the CCC premises by prior arrangement. These meetings were scheduled 
in the days prior.  

52. The meetings and arrests occurred individually, commencing at 8:47am and concluding around 
1:53pm. All arrests were recorded in the QPrime system by 2:28pm.  

53. The media statement and opening remarks for the former Chairperson to deliver at a press 
conference that would be scheduled and occur later that day, were approved by the Chairperson 
(8:39am) and SEO Corruption (8:42am). 

54. At 10:08am, the CCC issued a media release.3  

 
3 Seven Logan councillors and the suspended Mayor to be charged today by the CCC | CCC - Crime and 
Corruption Commission Queensland  

https://www.ccc.qld.gov.au/news/seven-logan-councillors-and-suspended-mayor-be-charged-today-ccc
https://www.ccc.qld.gov.au/news/seven-logan-councillors-and-suspended-mayor-be-charged-today-ccc
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55. At 12:39pm the CCC released the press conference details, which indicated the press conference 

would take place at the CCC at approximately 2:00pm that day.4  

56. At the press conference the former Chairperson:  

a. commenced his remarks by immediately indicating that matters are before the court and 
that court is the appropriate place to hear the evidence and decide the merits of the 
allegations (there were four explicit references to the court being the appropriate place to 
test the charges) 

b. stated “the people charged are presumed to be innocent until proven to be guilty beyond 
reasonable doubt”  

c. reinforced that court processes will take their usual course, indicating the process that 
occurred was not out of the ordinary 

d. recognised there was “significant public interest in these matters”, which was why he took 
the “rather unusual course of conducting this press conference today” 

e. indicated that, subject to meetings with the Parliamentary Crime and Corruption Committee, 
the press conference would be the only time he would speak about the matters 

f. confirmed Operation Front was a significant investigation that led to eight elected officials 
from Logan City Council being charged with 14 serious criminal offences 

g. named the persons charged and charges 

h. outlined the elements of some of the charges 

i. distinguished between the CCC and Queensland Industrial Relations Commission 
proceedings 

j. indicated he would brief the Local Government Minister on the charges so the Minister could 
consider any consequential action 

k. raised concerns about corruption risk in the local government sector, reflecting on the CCC’s 
previous Operation Belcarra, law reform and the establishment of the Office of the 
Independent Assessor 

l. recognised the impact of the charges on the Logan community. 

57. A transcript of the press conference has been prepared (see Attachment C). 

The CCC wishes to maintain confidentiality over Attachment A on the basis that it is an internal policy 
document.  
 
 

 
4 https://www.ccc.qld.gov.au/news/operation-front-press-conference-details 

https://www.ccc.qld.gov.au/news/operation-front-press-conference-details
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Yours sincerely 
 

 
 
 
Bruce Barbour  
Acting Chairperson  
 
Encl. 
 



SENSITIVE 

Policy and Procedure| February 2021 

Communications Policy and Procedure 
Objective

The purpose of this policy and procedure is to recognise that communication helps the Crime and 

Corruption Commission (CCC) achieve the objectives set out in our strategic plan and provide 

guidance to ensure that our communications are approved, accurate, timely, stakeholder-focused 

and well planned.  

Application 

This policy applies to all Commission officers, including officers seconded from the Queensland Police 
Service or other agencies.  

This policy and procedure does not apply to routine business unit correspondence (including letters 

or other interaction with complainants or units of public administration) or other forms of internal 

business unit communications such as legal opinions, internal emails, briefing notes, reports or 

memos.  

Legislative references 

Crime and Corruption Act 2001 

Public Records Act 2002  

Definitions 

Term Definition 

CCC material Anything capable of distribution that carries the CCC logo or 
is authored by the CCC. This usually refers to publications, 
media releases, website content, social media posts and 
other corporate communications materials. 

Communication Activities and messages containing information which is 
used to engage and inform stakeholders and the broader 
community about the activities, functions and outcomes of 
the CCC. 

Media All forms of traditional media including print, broadcast 
(TV/radio), online news websites and digital media channels 
including online blogs. 

Head of Division A head of division who reports directly to the Chief 
Executive Officer.  

ATTACHMENT A

http://www.legislation.qld.gov.au/LEGISLTN/CURRENT/C/CrimeandCorruptionA01.pdf
http://www.legislation.qld.gov.au/LEGISLTN/CURRENT/P/PublicRecA02.pdf
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In the course of employment Work carried out by an employee in the normal course of 
their duties. This may also include work done outside of 
normal working hours and outside the CCC offices. 

Method of communication The method of distribution of information in all its forms 
across all types of media and communication channels 
including public presentations.  

Public presentation Any event or method of communication where information 
or CCC material is released or presented outside of the 
CCC’s premises or to people who are not CCC officers.  

Published CCC materials  CCC material that is published electronically or in hard 
copy. This includes publication on a website, intranet and 
social media.    

Distributing CCC materials  A process where CCC materials are distributed or made 
available to special interest groups and other stakeholders 
external to the CCC.  

Special interest groups Individuals and entities entitled to receive information as 
provided by the CC Act, memorandum of understanding, 
policy, or other legislation, which is not ordinarily provided 
to the broader community. 

Social media Online social networks used to disseminate information and 
facilitate conversation.  Social media is a broader term used 
to describe social networking sites such as Facebook, 
Twitter and LinkedIn. It also includes video and 
image/photo sharing websites such as Instagram and 
YouTube. 

CCC Social Media Accounts  Twitter: @CCC_QLD and https://twitter.com/CCC_QLD   

Facebook: 
http://www/facebook.com/crimeandcorruptioncommission    

Twitter Terminology  The following definitions come from the official Twitter 
Glossary available at: https://help.twitter.com/en/glossary  

Tweet (noun)  A Tweet may contain photos, 
videos, links and up to 280 
characters of text. 

Tweet (verb) The act of sending a Tweet.  

Direct Messages Direct Messages are private 
messages sent from one Twitter 
user to other Twitter users.  

https://twitter.com/CCC_QLD
http://www/facebook.com/crimeandcorruptioncommission
https://help.twitter.com/en/glossary
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Follow / Following Subscribing to a Twitter account is 
called “following.”  

Hashtag A hashtag is any word or phrase 
immediately preceded by the # 
symbol.  

Like / Liking Liking a Tweet indicates that you 
appreciate it. A user can tap the 
heart icon to like a Tweet and the 
author will see that you 
appreciate it. 

Mention / Mentioning Mentioning other users in your 
Tweet by including the @ sign 
followed directly by their 
username is called a “mention.”  

Reply A response to another user's 
Tweet that begins with the 
@username of the person or 
account you're replying to is 
known as a reply.  

Retweet (noun) A Tweet that you forward to your 
followers is known as a Retweet. 
Retweets always retain the 
original attribution. 

Retweet (verb) The act of sharing another user's 
Tweet to all of your followers by 
clicking on the Retweet button. 

Facebook Terminology  Like  The act of using the like button to 
interact with status updates, 
comments, photos, links, 
advertisements and other content.  

Reactions Reactions are an extension of the 
Like button to give users more 
ways to express themselves and 
share their reaction to a post. The 
collection of Reactions include 
Like, Love, Haha, Wow, Sad and 
Angry. 

Comment  The act of writing a comment on 
status updates, comments, 
photos, links, advertisements and 
other content.  
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Share The act of sharing status updates, 
comments, photos, links, 
advertisements and other content 
from your own profile with others.  

Message The act of sending a message from 
one Facebook user to other 
Facebook users.  

Private Message  The act of sending a private 
message from a Facebook user to 
another user or Facebook page. 
This is also referred to as a Direct 
Message.   

Hashtag A hashtag is any word or phrase 
immediately preceded by the # 
symbol. 

Facebook Profile  A personal Facebook profile.  

Facebook Page  A Facebook page that you administer.  

QPS Workplace QPS Workplace is a collaboration, engagement and 
communication platform developed by Facebook that is 
used by Queensland Police Service (QPS) employees to 
connect, collaborate, share, innovate and learn from other 
QPS employees and is aimed at enhancing their experience 
at work. QPS Workplace is managed by the QPS 
independently of the CCC. QPS recommends Workplace as 
the main QPS internal communications tool for QPS 
employees. QPS Workplace is intended for the internal 
discussions and sharing of business information related to 
the Queensland Police Service and it is not appropriate to 
use it in connection with personal matters or CCC matters. 

QPS Workplace Terms of Use A set of rules and governance developed by the QPS that 
QPS employees are expected to follow when using QPS 
Workplace. 

CCC Corporate Page on QPS 
Workplace 

The official CCC page on QPS Workplace where authorised 
CCC content is published. 

Policy statement  

As an organisation with unique powers in Queensland, the CCC occupies a privileged position. With 
the exercise of these powers, the CCC needs to be accountable and communicate transparently with 
stakeholders about our activities.  

The CCC values communication, both internally and externally.  
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To promote transparency and confidence in the operation and effectiveness of the agency, the CCC 
will actively seek opportunities to communicate with our stakeholders to inform and educate them 
about our work and to increase public confidence in the CCC.  

In planning a communication event it is important to appreciate that, once released, anything said or 
done cannot be recalled. This loss of control may have unintended consequences for you and the 
CCC if your communications were to be reported beyond your intended audience or contain 
information that was not approved to be released. 

In considering what we will communicate, we have legislative obligations to maintain confidentiality. 
Therefore, whilst we aim to maximise transparency by communicating the outcomes of our activities, 
the content of those communications must be balanced against all legislative obligations, including 
confidentiality provisions of the CC Act  

Procedure  

1. Alignment with Stakeholder Engagement Strategy 

In order to assist you achieve balanced communication outcomes and to improve our stakeholder 
engagement, the following points are to be considered as part of preparations for your planned 
communication activity: 

1. We communicate as ‘One Commission’ and only use divisional titles in external 
communications when it is necessary 

2. Identify the stakeholder and plan the communication to meet their needs 

3. Liaise with Corporate Communications to seek advice on the best method of communication 

4. Give careful attention to planning the content, method and timing of your communication 
activity 

5. All communications must be approved (See TABLE 1) 

Corporate Communications can assist in the production of communication material and help you to 
plan messaging and maximise the reach of your communications to the intended audience. 

2. Roles and responsibilities  

Business units are responsible for:  

• gaining approval for the communication from the approver (See TABLE 1)  

• the technical accuracy of their communications 

• obtaining permissions to reproduce any copyright material, including images, in their 
communications  

• ensuring that the correct security classification is applied and/or dissemination authority is 
obtained 

• selecting a creative commons if required by using the Intellectual Property policy and procedure. 
Corporate Communications can provide advice to business units.  

Corporate Communications is responsible for: 

• assisting business units to develop content. This includes authoring content, editing content and 
assisting with message development  

• ensuring in-house style guides and brand guidelines are correctly applied to communications 
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• graphic design 

• publishing CCC materials on websites, social media and other channels where necessary.  

 

Table 1 – Approvers of CCC Materials and Communications 

Type of communication: Point of contact: Authorised by: 

Media responses and media 
releases 

Corporate 
Communications  

Head of Division – all routine matters relevant 
to their respective division.  

If a matter is not routine, the Head of Division 
should consult the CEO and/or Chairperson. 

Social media - Publishing 

 

Corporate 
Communications  

Head of Division – all routine matters relevant 
to their respective division.   

Corporate Communications staff – Standard 
responses in line with pre-approved posts or 
publishing of content consistent with an 
existing approval. For example, posting 
content consistent with media releases or 
content from reports or publications that are 
already approved by a Head of Division.  

If a matter is not routine, the Head of Division 
should consult the CEO and/or Chairperson.   

Social Media – Moderation 
including hiding posts, deleting 
posts and banning users.  

Corporate 
Communications  

Director, Corporate Communications – 
Responding to private/direct messages or 
public posts with information that is already 
approved or available on the CCC’s website. 
Responding to private/direct messages or 
public posts using pre-approved content. 

Moderating, hiding or deleting posts that are 
obviously in breach of the CCC’s Social Media 
Terms of Use.  

General Manager, Corporate Services – 
Matters that are not routine or not obviously 
against the Social Media Terms of Use that 
require broader consideration.  

Banning of users not adhering to the Social 
Media Terms of Use following a 
recommendation by the Director, Corporate 
Communications.  
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Type of communication: Point of contact: Authorised by: 

If a matter is sensitive or requires broader 
consideration, the General Manager 
Corporate Services should consult the CEO 
and/or Chairperson. 

Public presentation Head of Division  Head of Division – all routine matters relevant 
to their respective division.  

If a matter is not routine, the Head of Division 
is encouraged to consult the CEO and/or 
Chairperson. 

Published CCC materials Head of Division 
and  Corporate 
Communications  

Head of Division – all routine matters relevant 
to their respective division.  

Corporate Communications – Approval of 
brand application if a corporate template is 
not being used. 

If a matter is not routine, the Head of Division 
is encouraged to consult the CEO and/or 
Chairperson.   

Distributing CCC materials Head of Division 
and  Corporate 
Communications 
Unit 

Head of Division – all routine matters relevant 
to their respective division.  

Corporate Communications – Approval of 
brand application.  

If a matter is not routine, the Head of 
Portfolio is encouraged to consult the CEO 
and/or Chairperson.  

Intranet content  Individual 
divisions and 
business units 

An Executive Manager or Senior Manager as 
defined in the Human Resources Decision 
Making Framework- Routine matters relevant 
to a business unit or division.  

Managers are encouraged to consult with 
their immediate supervisor or Head of 
Division before posting content on the 
intranet.  

Head of Division - all routine matters relevant 
to their respective division.  

If a matter is sensitive or will impact on staff 
outside their respective Division, a Head of 
Division is encouraged to consult with the 
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Type of communication: Point of contact: Authorised by: 

other relevant Head of Division, CEO and/or 
Chairperson. 

QPS Workplace - A post by a 
QPS officer containing content 
that is not CCC information and 
relevant to QPS business 
information. 

General Manager 
Operations 
Support   

Seconded QPS officers to the CCC are 
authorised to post QPS related content on 
QPS Workplace.  

Seconded QPS officers are encouraged to seek 
advice from the General Manager Operations 
Support on the use of QPS Workplace and 
must adhere to the QPS Workplace Terms of 
Use.  

QPS Workplace – A post 
containing CCC information 

Corporate 
Communications, 
Head of Division,  
General Manager 
Operations 
Support 

Head of Division and General Manager 
Operations Support 

All routine matters relevant to a respective 
division must by authorised by the respective 
Head of Division and General Manager 
Operations Support.  

If a matter is not routine, the Head of Division 
and General Manager Operations Support are 
encouraged to consult the CEO and/or 
Chairperson.   

Corporate Communications, Strategy and 
Performance Officer Operations Support and 
General Manager Operations Support 

Following authorisation, the Strategy and 
Performance Officer Operation Support,  
General Manager Operations Support or a 
member of Corporate Communications are 
authorised to publish the authorised content 
via the CCC’s corporate page on QPS 
Workplace. 

3. Communication planning  

All communications should consider the alignment to the functions of the CC Act, strategic objectives 
and areas of focus. Once it has been determined that the communication will provide the 
opportunities described in this policy, then that release must be appropriately planned.  

Communicating operational outcomes can inform and educate our stakeholders, and improve public 
confidence in the work of the CCC. It is important to plan how operational outcomes will be 
communicated before the operational activity is finalised.  

Where the proposed communication or release of CCC material is to be brought about as a result of a 
project plan, the plan should include details of how the project (e.g. its purpose, activities, outcome 
and impact) will be communicated to stakeholders, both internal and external.  
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For assistance with communications strategies to support a project, investigation or other 
operational activity, contact Corporate Communications.  
 

4. Media 

The media offer an important mechanism for communicating with the public and can provide a 
means of quickly providing information to a broad audience. The CCC will use the media to 
communicate our activities and outcomes, important messages and information about the agency.  

Corporate Communications is the first point of contact for the media seeking information about the 
CCC. The CCC has a generic email address and phone number for media to use. These details must be 
displayed on the CCC’s website. The Director Corporate Communications and the Senior 
Communications Officer are authorised to deal directly with the media to receive enquiries and 
provide approved responses.  Other members of the Corporate Communications team can deal 
directly with the media to respond to media enquiries if they have relevant skills and experience, and 
are approved by the Director Corporate Communications.  

Unless specifically approved to do so, CCC officers (other than the Chairperson, CEO or Head of 
Division) are not authorised to deal with or release information or CCC material to the media 
regardless of whether the officer is on or off-duty, or is inside or outside of the CCC’s offices or 
premises. Any approach by the media to an officer must be referred to Corporate Communications. 
 

5. Social media 

The CCC uses social media as a communication channel to reach audiences who consume their 
information via social media. The CCC’s official social media channels are administered and managed 
by Corporate Communications. 

The CCC’s official Twitter account is: @CCC_QLD - https://www.twitter.com/CCC_QLD.  

The CCC’s official Facebook account is: www.facebook.com/CrimeandCorruptionCommission. 

Corporate Communications collaborate with business units to source and develop content. All social 
media posts and responses must be approved as per TABLE 1. 

CCC social media posts will align with the messaging contained in other external communications, 
published CCC materials and media responses. In most cases, social media posts will not be made in 
isolation of other forms of communication. Publishing to social media will follow the considerations 
outlined in this policy in the “Published CCC material” section and, where appropriate, posts will link 
to more information available on the CCC website. 

CCC officers are prohibited from personally interacting with any official CCC social media account 
from their own personal social media accounts. This is to limit the opportunity for other online users 
to identify you as a CCC officer, which may pose a risk to you and the CCC.   

With respect to Twitter use, interactions that are prohibited include:   

• Following the CCC official account  

• Retweeting a tweet made by the CCC official account  

• Liking a tweet made by the CCC official account  

• Replying to a tweet made by the CCC official account  

• Mentioning the CCC official account in a tweet from your personal account  

• Sending a direct message from your personal account to the CCC official account  

https://www.twitter.com/CCC_QLD
http://www.facebook.com/CrimeandCorruptionCommission
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• Using a hashtag that has relevance to the CCC official account. Eg #CCC or 
#crimeandcorruptioncommission or #TaskforceFlaxton  

With respect to Facebook, interactions that are prohibited include:  

• Liking or following the CCC official Facebook page 

• Liking, sharing or commenting on content posted by the CCC 

• Using the reactions feature to react to content posted by the CCC 

• Mentioning the CCC official Facebook page in a post from your personal Facebook profile or from 
a Facebook page you administer 

• Sending a message from your personal Facebook profile or a Facebook page you administer to 
the CCC official Facebook page  

• Using a hashtag that has relevance to the CCC official account. Eg #CCC or 
#crimeandcorruptioncommission  

• Checking-in on Facebook at the CCC’s headquarters from your personal Facebook account.   

CCC officers are encouraged to contact Corporate Communications for further guidance and can refer 
to the Social Media Guide for Staff on the intranet.   

 

6. Social Media Moderation  

Corporate Communications must keep a record of any public post published by the CCC. 

At times social media users may send the CCC private messages which are not publicly available to all 
users. These private messages, which are also known as direct messages, provide a forum for a social 
media user to engage in a one-on-one conversation as opposed to a one-to-many conversation via 
social media with the CCC.  

All private or direct messages received and any response to those messages must be recorded by 
Corporate Communications.  

Corporate Communications is responsible for monitoring the CCC’s social media accounts during 
business hours to assess if any public or private messages require a response or moderation.   

Corporate Communications is responsible for maintaining Social Media Terms of Use that clearly 
articulate the expectations of users when engaging with the CCC on social media. Where users 
breach the terms of use, their posts can be hidden or deleted. Repeated or significant breaches of 
the terms of use can result in a user being banned or blocked from engaging with CCC social media 
accounts.   

Corporate Communications must maintain records for why a post was moderated or why a user is 
banned. A consistent template for this recordkeeping is to be adopted and used.  
 

7. QPS Workplace 

 

QPS Workplace is a collaboration, engagement and communication platform developed by Facebook 
that is used by Queensland Police Service (QPS) employees to connect, collaborate, share, innovate 
and learn from other QPS employees and is aimed at enhancing their experience at work. QPS 
Workplace is managed by the QPS independently of the CCC. QPS recommends Workplace as the 
main QPS internal communications tool for QPS employees. QPS Workplace is intended for the 
internal discussions and sharing of business information related to the Queensland Police Service and 
is not appropriate for use in connection with personal matters or CCC matters. 

http://my.ccc.intranet/work-areas/corporate-services/corporate-communications/social-media-guide-for-ccc-officers
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The CCC has a presence on QPS Workplace to post information about career opportunities, to 
highlight operational outcomes and to share other CCC information relevant to the QPS. The CCC’s 
official page on QPS Workplace is administered and managed by the General Manager Operations 
Support, Strategy and Performance Officer Operations Support and Corporate Communications. 
Corporate Communications collaborate with business units to source and develop content. All posts 
containing CCC information must be approved as per TABLE 1 and be published via the official CCC 
page on QPS Workplace. 

QPS officers seconded to the CCC are prohibited from posting CCC information on QPS Workplace via 
their own QPS Workplace accounts. QPS officers seconded to the CCC are encouraged to speak to 
their respective Head of Division, General Manager Operation Support or Corporate Communications 
if they see benefit in publishing CCC information on QPS Workplace.  

QPS officers seconded to the CCC are authorised to post QPS related content on QPS Workplace. 
Seconded QPS officers are encouraged to seek advice from the General Manager Operations Support 
on the use of QPS Workplace and must adhere to the QPS Workplace Terms of Use.       

 

8. Public presentation 

CCC officers may be required to represent the CCC and make a public presentation in a range of forums 
such as conferences, professional seminars or addresses to community or stakeholder groups.  

All requests to provide a public presentation (either internally or externally generated) are to be 
approved by a Head of Division. A decision to provide a public presentation will be based on: 

• The utility of the event, location, the expected audience, and the opportunity to educate and 
inform the audience about the work of the CCC, discharge our accountabilities or increase public 
confidence in the use of our powers 

• An assessment of the sensitivity of the information and CCC material proposed for presentation, 
any confidentiality requirements of the group to which the information and/or CCC material is 
presented to, and the likelihood of harm to the CCC should the information or material be given 
to an unintended audience  

• The networking opportunities arising from the proposed presentation 

All presentations must use the approved corporate templates in line with the CCC’s brand.  

Corporate Communications should be advised where presentations are conducted external to the 
CCC, especially when in public forums or at conferences where media may be in attendance or the 
audience may use social media to report on the presentation. This enables the CCC to monitor any 
media or social media coverage of the event, or identify additional communication opportunities.  

The Executive Assistant to the CEO is to be advised once a public presentation has been delivered for 
the purposes of updating the periodic reports made by the CCC, including reporting to the 
Parliamentary Crime and Corruption Committee (PCCC).  
 

9. Published CCC material 

Publishing information is the key element of the CCC’s communication strategy. Decisions about 
what to publish and the best method of communicating are informed by a number of considerations, 
including: 

• Obligations arising from legislative provisions  

• Considerations of equity to all stakeholders who have an interest in a matter 
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• The commencement, progress or conclusion of any CCC matter 

• How to promote the CCC and opportunities to increase public confidence about the use of our 
powers 

• The opportunities to maximise our reach to the target audience 

• Timeliness and cost 

Guidance is provided from a range of sources, some of which are mandated by the State Government 
and others which have been implemented by the CCC. 

Once a decision to publish has been made, the officer compiling the material for publication can 
contact Corporate Communications to consult and seek advice on the preparation of the material.  
 

10. Government and corporate standards 

• The CCC has adopted a digital-first approach to its communications, resulting in the majority of 
publishing occurring on the CCC website, social media and intranet. This is in line with 
Queensland Government publishing requirements to publish online rather than in hard-copy 
format. It also aligns with the Queensland Government’s Chief Information Officer Website policy.  

• Corporate standards and guidance is provided on the Corporate Communication’s intranet page 
on a range of topics including information on writing and publishing, corporate templates and 
guidelines on how to use the CCC logo.  
 

11. Publishing on the Intranet – Intranet content  

Each Division has trained staff to publish content relevant to their division on the intranet. Resources 
to assist these officers are available on the “Intranet contributors” intranet page.  

Corporate Communications is responsible for maintaining the homepage and training intranet 
contributors. Corporate Communications can also provide assistance to any business unit to help 
publish content.  

12. Distributing CCC materials 

Publishing on the CCC’s website or intranet is the preferred method to distribute CCC materials.  

Printing in hard copy is discouraged. However, instances may arise where hard copy documents will 
be produced. In order to minimise the cost of production, the size of the print run for hard copy 
documents is to be limited to only that number required to satisfy the identified audience or 
legislative requirements.  

The number of hard copies printed must also satisfy our public record and archiving requirements 
under the Public Records Act 2002. More information about the retention and disposal of public 
records can be found on the website of the Queensland Government Chief Information Office – 
QGCIO).  

Corporate Communications is to be contacted prior to the planned distribution date in order to seek 
advice about managing the media engagement, social media, website content and other corporate 
communications requirements related to the release of the publication. 

 

https://www.qgcio.qld.gov.au/documents/websites-policy-is26
http://my.ccc.intranet/work-areas/strategic-and-services/communications/web-publishing/intranet-contributors
http://www.legislation.qld.gov.au/LEGISLTN/CURRENT/P/PublicRecA02.pdf
https://www.qgcio.qld.gov.au/products/qgea-documents/548-information/2360-retention-and-disposal-of-public-records-is31
https://www.qgcio.qld.gov.au/products/qgea-documents/548-information/2360-retention-and-disposal-of-public-records-is31
https://www.qgcio.qld.gov.au/
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13. Authorship, copyright and intellectual property 

All CCC communications are made on behalf of the Commission and therefore must reflect the 
position of the CCC, not the personal opinions of the author or speaker.   

Communications and other materials, images or designs developed by an employee of the CCC in the 
course of employment are owned by the CCC. All authorship of publications are to be attributed to 
the CCC. However, individual contributions may be acknowledged where this is a requirement for 
professional advancement.    

The conditions under which the CCC grants permission to use its materials are set out on the 
“Copyright” section of our website.  

Intellectual property is separately dealt with under the CCC’s Intellectual Property policy and 
procedure. 
 

14. Corporate identity and Brand   

Corporate Communications are the brand custodians for the CCC.  

Corporate identity is the look and feel of communication materials and encompasses all the visual 
aspects of our communications, including the CCC logo, graphical element, imagery, signage, 
preferred fonts, lay-out/design and writing style. The corporate identity is reflected in the suite of 
templates available on the intranet and in Content Manager.   

The CCC logo is the unique symbol of the organisation and a central element of corporate identity, so 
it is important that it be used correctly.  

Any use of the logo externally, or a request for its use by a third party, must be approved by either 
the respective Head of Division or the Director Corporate Communications. 

Staff can consult Corporate Communications before publishing to ensure they are using the CCC’s 
brand correctly.  
 

15. Marketing materials  

Marketing materials for use at an event (e.g. during NAIDOC week) should be developed and 
budgeted for as part of the overall project plan for that activity. The plan and budget must be 
approved by the relevant Head of Division or Project Board.  

Business units can engage with Corporate Communications as part of the planning process for 
assistance with developing and producing these materials.   

Related Documents 

Intellectual Property policy and procedure  

Use of ICT facilities and devices (policy) 

Social media guide for staff  

Review triggers 

This policy will be reviewed three years from the date of approval, unless changes in legislation or 

government policy affecting its operation occur before the three year period has expired. This policy 

will remain in effect until updated, superseded or declared obsolete. 

http://www.ccc.qld.gov.au/legals/copyright
http://my.ccc.intranet/policies-and-procedures
http://my.ccc.intranet/policies-and-procedures
http://my.ccc.intranet/policies-and-procedures
http://my.ccc.intranet/policies-and-procedures/policies-procedures/use-of-ict-facilities-and-devices-policy/view
http://my.ccc.intranet/work-areas/corporate-services/corporate-communications/social-media-guide-for-ccc-officers
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Media Release and Press Conference Breakdown 

Time 
period 

(FY) 

Total 
Media 

Releases 

Media release 
– after

criminal
charges

Media 
release – 
other CCC 
activities 

Total Press 
conferences 

Press 
conference – 

laying of 
criminal 
charges 

Press conference 
– 

other CCC 
activities 

2016-17 55 37 18 4 12 3 
2017-18 74 52 22 3 0 3 
2018-19 41 21 20 3 13 2 
2019-20 37 12 25 1 0 1 
2020-21 27 11 16 2 0 2 
2021-221 10 3 7 0 0 0 
Total 244 136 108 13 2 11 

Notes: 
1 Time period 1 July 2021 to 4 May 2022 
2 Operation Altana 
3 Operation Front 

Press Conference Topics 

2016-17 – 4 x press conferences 

• 18 July 2016 – Joint press conference on cold-call investment frauds – prevention focused
• 19 October 2016 – Joint QPS/CCC press conference on coercive hearings and drug investigations
• 12 December 2016 – CCC report recommends limits on publicising allegations tabled in Parliament
• 18 February 2017 – Details about Operation Altana – an investigation into an organised crime syndicate

involved in drug production, supply and trafficking2

2017-18 – 3 x press conferences 

• 22 September 2017 – Outcome following an investigation of Mark Bailey MP private email accounts
• 4 October 2017 – CCC report following Operation Belcarra tabled in Parliament
• 16 October 2017 – Joint press conference following MoU being signed for new police discipline system

2018-19 – 3 x press conferences 

• 26 April 2019 – Details about Operation Front – an investigation into Logan councillors3

• 14 December 2018 – CCC report on Taskforce Flaxton tabled in Parliament
• 27 September 2018 – Completion of assessment of Robbie Katter MP complaint against Premier

2019-20 – 1 x press conferences 

• 4 March 2020 – Joint press conference with ECQ/OIA about #FairForAll local government election

2020-21 – 2 x press conferences 

• 2 July 2020 - CCC report on an investigation into a school principal recruitment allegation tabled in
Parliament

• 12 May 2021 – CCC report on QPS recruitment strategies tabled in Parliament

2021-221 – 0 x press conferences 

• Nil press conferences
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Transcript  
 Based on audio from Operation Front Press Conference 

26 April 2019 

[Alan MacSporran] 

Afternoon all.  Are we ready? 

All good.  Well ah thank you for ah coming along this afternoon, I’ll, I’ll make a short statement before 
taking any questions.  I’d like to say immediately that as a number of matters are now before the 
court, I’ll be limited in what details I can be ah questioned about, the allegations are subject to 
criminal charges as you know.  I’m sure you’ll appreciate the limitations around these matters 
because the courts are now the appropriate place to hear the evidence and decide the merits of the 
allegations that we’ve ah we’ve investigated.   

Today the Crime and Corruption Commission has charged the suspended Logan Mayor and seven 
current serving councillors with criminal charges following an investigation known as Operation Front.  
This is the first time to our knowledge in the 30 year history of the agency that eight elected officials 
from the same unit of public administration ah have been ah the subject of such charges.  It is one of 
the most significant investigations this agency has ever carried out and is a reminder of the 
importance of having an independent agency dedicated to combating major crime and public sector 
corruption for the benefit of all Queenslanders.   

There is a significant public interest in these matters and that is the reason I’m taking this rather 
unusual course of ah conducting this press conference today.  Subject to the meetings I have with my 
oversight committee, the Parliamentary Crime and ah Corruption Commission Committee this is the 
only occasion I’ll be speaking about these matters because the people charged are as you know 
presumed to be innocent until proved to be guilty beyond reasonable doubt.  The court processes will 
now take their usual course.   

The CCC commenced Operation Front in November 2017 following evidence uncovered during 
Operation Belcarra.  Operation Front was originally focused on the then Mayor of Logan City Council 
but as our investigators progressed in their work, they identified other allegations that warranted 
further investigation.  Operation Front has now led to eight elected officials from Logan City Council 
being charged with a total of 14 serious criminal offences.  All eight have attended the CCC 
throughout today where they were arrested and formally charged and all eight have been granted 
bail and will appear in the Brisbane Magistrates Court in the coming couple of weeks.   

I’d like to now step you through the charges that have been laid today.  Councillors Russell LUTTON, 
Division 2, Stephen SWENSON, Division 3, Cherie DALLEY, Division 6 and Deputy Mayor, Laurence 
SMITH, Division 7, Phillip PIDGEON, Division 9, Trevina SCHWARZ, Division 11, Jennifer BREEN, 
Division 12 and the former Mayor, Luke SMITH have all been charged with one count of fraud 
contrary to section 408(C) of the Queensland Criminal Code.   

The CCC will allege they dishonestly caused a detriment namely, the dismissal of employment of the 
former CEO Sharon KELSEY.  The CCC will further allege the detriment was of a value of at least 
$100,000 meaning the maximum penalty under the Criminal Code for this fraud is 20 years 
imprisonment.  Former Mayor Luke SMITH was also charged today with two counts of misconduct in 
relation to public office contrary to section 92A of the Queensland Criminal Code.  The CCC will allege 
that he interfered in a recruitment process with an intent to dishonestly gain a benefit for another 
person and secondly, that he commenced a dishonest probation process with an intent to dishonestly 
cause a detriment to another person.  The maximum penalty for each misconduct in public office 
offence is seven years imprisonment.   
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You would be aware that Luke SMITH has previously been charged by the CCC with two counts of 
perjury relating to evidence he gave at Operation Belcarra.  One count of official corruption and one 
count of failing to correct his register of interests.  These matters are already before the courts and 
were also the result of the investigations undertaken by Operation Front.   
 
As you would expect following amendments to the law recently I’ll be providing a briefing to the Local 
Government Minister on these charges and he will have to consider the charges and other matters no 
doubt to decide what next steps he may or may not take in relation to Logan City Council.  I’d like to 
take the opportunity to publicly thank the CCC officers who’ve worked as one team to bring this 
investigation to the point it’s at.  We have quality investigators, lawyers, forensic accountants, 
forensic computing experts, intelligence analysts and many other support staff that have been able to 
secure evidence allowing the CCC to proceed with these charges.  They worked tirelessly for 
Queenslanders to rid this State of corruption and for that they should be congratulated, I’m extremely 
proud of the team that the ah the work they’ve done on this extremely difficult investigation.   
 
The charges from Operation Front are a stark reminder of the problems in the local government 
sector.  The Criminal Justice Commission, the Crime and Misconduct Commission and now the CCC 
have all examined issues relating to local government sector.  In October 2017 following Operation 
Belcarra the CCC made 31 recommendations to strengthen transparency and integrity in local 
governments throughout Queensland.  We’ve seen law reform in this space and recently the 
establishment of the Office of Independent Assessor.  Much work continues and I know both the CCC 
and the Office of Independent Assessor have several investigations that remain ongoing.   
 
Finally, I would like to provide a message to the rate payers and community of Logan and to the many 
good staff members at Logan City Council.  I’d like you all to note that these allegations are not 
allegations against the Council per se, they are allegations against the currently suspended Lord 
Mayor and seven other councillors.  Today’s news may come as a shock to many in the community, it 
will undoubtedly cause some ah turbulence for the council and the community of Logan more 
generally.  Whilst these allegations and the merit of the evidence will be tested in court in the coming 
months you as community members in Logan have the right to expect your leaders and/or elected 
officials will act with the highest levels of integrity, transparency and within the bounds of the many 
laws that govern how  councils and councillors should operate.  You deserve elected officials who put 
the needs of your community first.   
 
I’m happy to take questions but without wishing to sound like a broken record, I do have certain 
constraints about what I can tell you about the current matters that are now before the Court.   
 
[ Journalist] 
 
Chair most certainly but for those who ah don’t have legal minds, can you just put these charges into 
some sort of context of just how serious they are? 
 
[Alan MacSporran] 
 
They’re very serious ah as you heard with the ah the seven councillors and the suspended Lord Mayor 
a charge of one count jointly of fraud.  The elements of that are that the Crown would have to prove 
that they acted together as it were, dishonestly and that’s dishonestly according to the objective 
standards of ordinary people like you and I ah to cause in that case a detriment to another person 
being Sharon KELSEY.  The detriment is the ah the causing of her dismissal from council.  Ah that fits 
we think and our charges ah confirm it, we think that fits the definition of fraud under the Criminal 
Code.  Because the detriment to Sharon KELSEY was the loss of her not insignificant salary, it’s an 
amount greater than $100,000 which is a one of an elements of aggravating factors that can be added 
to the charge.   
 
 
 
 



[Journalist]  
 
To the layman effectively they plotted. 
 
[Alan MacSporran] 
 
Yes. 
[Journalist] 
 
To, to have her sacked or removed 
 
[Alan MacSporran] 
 
That’s the allegation yes.   
 
[Journalist] 
 
What do you say about the role of people like Lisa BRADLEY and Jon RAVEN um Darren POWER, what 
sort of role did they play as whistleblowers - 
 
[Alan MacSporran] 
 
Well I- 
 
[Journalist] 
 
how brave were they? 
 
[Alan MacSporran] 
 
I think ah the reason I made that comment during my opening remarks about it needed to be 
understood that these allegations aren’t against the council per se, they’re against the Mayor, the 
suspended Mayor and those seven councillors which leaves five councillors who were not involved 
according to the evidence that we’ve gathered and um they as you said made the various complaints 
in various forms, they stood up and made public statements about what they perceived to be ah 
misconduct by others, they were themselves the subject of complaints, they were routinely criticised 
publicly and privately and ah it’s a fact as you all know that people in those positions have a public 
duty to stand up and report misconduct of that kind.  So, in that light um I think those facts speak for 
themselves about the role played by those other councillors at Logan.   
 
[Journalist] 
 
Where does the CCC draw the line in getting involved in what could essentially be classed as an 
industrial dispute um where some, you know, certain members of an organisation are jockeying to 
have another removed? 
 
[Alan MacSporran] 
 
Ah we draw the line when the conduct merges into and passes a, a threshold test of corrupt conduct 
and/or criminal conduct which this we say clearly did.  The Industrial Relations Commission 
proceedings are entirely separate, there’s a separate standard of proof.  In fact, part of their 
proceedings the councillors who we’ve charged here are required under the reversal of the onus of 
proof to show that they did not sack KELSEY for unlawful reasons.  Those proceedings will be decided 
on their merits.  Nothing to do with what we’ve done, our proceedings are not relevant to them, 
theirs aren’t relevant to us, we expect as everyone would expect that the QRIC proceedings will be 
decided by the person hearing them independently and on their merits. 
 



[Journalist] 
 
Given what’s happened at Ipswich and at Logan is there a fear of widespread corruption throughout 
local government in Queensland? 
 
[Alan MacSporran] 
 
Well I think ah given what we’ve uncovered, particularly as you say in Ipswich and now Logan, there 
would at least be a perception that the sector is on the nose.  Can I say ah to put that in context, my 
impression, my personal impression for what it’s worth is that the sector itself is not corrupt, there 
are corrupt individuals we’ve alleged, some of whom have as you know pleaded guilty already in the 
Ipswich case, the rest will be decided by the – on their merits – by the courts but there is a, a 
disturbing lack of capability and understanding of their obligations as ah as elected candidates.   
 
[Journalist] 
 
Are you looking at other councils now or other councillors? 
 
[Alan MacSporran] 
 
We’re looking at other councils, yes.  Our investigations in the sector are ongoing and we expect from 
what’s been uncovered thus far they will remain a focus for quite some time yet.   
 
[Journalist] 
 
Can you tell us how many councils?   
 
[Alan MacSporran] 
 
Oh well it’s publicly known that we have been investigating the Gold Coast, some of that’s completed 
as you know we’ve said publicly.  Ah Moreton Bay is under investigation ongoing and there are others 
that for operational reasons I won’t be speaking about today but the sector generally is a focus of our 
attention for I think what are obviously good reasons.   
 
[Journalist] 
 
After one of the ah things that came out of the Belcarra report and the feeling it’s a similar thing in 
this situation regarding property developers was that um the ban on donations from property 
developers, are you happy that that has um ex-sorry – extended at the State level and do you believe 
it should apply to ah Unions when some of those Unions have superannuation fund members whose 
dealings are in the property development sector? 
 
[Alan MacSporran] 
 
Well I think as you, as you know um in the Belcarra report we recommended there be a ban on 
developer donations in the local government sector, we cautioned against extending it simply 
because there was a legal point of contention in relation to freedom of political association and 
communication under the Constitution Commonwealth.  We said that there needed to be 
consideration given and evidence looked at to establish a need to take the rather serious step of 
banning donations in that sector, that now has been decided as you know in favour of the ban placed 
on it by the Government ah by the High Court.  The High Court hasn’t yet published its reasons but we 
welcome the stance the High Court has taken because we think as we’ve always said, it’s a nonsense 
to allow people to – people with interests before council and government for that matter – to have 
the ability to exercise influence by paying money. 
 
 
 



[Journalist] 
 
And what about the, does that extend to Unions? 
 
[Alan MacSporran] 
 
Well if there was evidence warranting that it was a corruption risk certainly um but that’s a matter of 
whether the evidence would reveal that.   
 
[Journalist] 
 
Can you tell us how far your investigations going back into other councils, are we looking like 10 years, 
15 years? 
 
[Alan MacSporran] 
 
Well there is no time limit ah but we have to be realistic and practical because the longer you – longer 
the allegation is from the evidence you’re – ah or the investigation period you’re looking at it gets 
harder and harder to find the evidence that can substantiate the allegations or the complaint.  So we 
don’t have a set period that we impose, it’s just a question of how available, if at all, the evidence to 
substantiate the matter is.   
 
[Journalist] 
 
Does it surprise you the number of people, the number of councillors, the number of Mayors, the 
number of scalps you have claimed so far? 
 
[Alan MacSporran] 
 
Ah it disappoints me frankly because it indicates there’s a problem but that’s our job and I’m as I say 
very proud of the work we’ve done um and it just has to be, it’s just a, a reflection of the need for a 
body such as ours to keep an eye on these things because you know when you think about, in fact this 
year it’s 30 years since Fitzgerald reported about things like this and if you’re not continually looking 
at them and monitoring the progress of these things people very quickly slip back into their bad old 
habits.  So I think it’s pretty obvious you need a – you need a watchdog like the CCC.   
 
[Journalist] 
 
Just quickly to the matter at hand– did you say you were expecting more charges out of this or that 
you think that’s concluded? 
 
[Alan MacSporran] 
 
Ah it’s difficult to say, the investigation isn’t yet fully complete so I wouldn’t, I wouldn’t be confident 
in saying nothing else is going to come out of it because it hasn’t yet wrapped up entirely but certainly 
this would appear to be the most serious aspect to it we’ve closed off on.   
 
[Journalist] 
 
Can you just clarify with the charge against SMITH relating to the recruitment process, does that also 
relate to Sharon KELSEY or is that relating to um a separate matter? 
 
[Alan MacSporran] 
 
Ah no, the second charge which is the um dishonestly, ah dealing with I should say the um the 
probation process that, that was a the start of the sacking of KELSEY.  It’s alleged that he put in place 
a, a check if you like, on her probationary period um quite um disingenuously.  The benefit to the 



other person which is the first charge of misconduct in public office relates to another employee he 
sought to benefit by placing that employee in a senior position without going through the proper 
recruitment process.  So in both of those cases he misused his office to achieve a result to benefit a 
employee and to cause a detriment to another.   
 
[Journalist] 
 
I just ask a question of process, where - the seven do they come here to be charged?   
 
[Alan MacSporran] 
 
They did by arrangement, it was by a um arrangement through their lawyers, they, they came today, 
they’ve all been processed, they’ve been arrested, charged formally um they were granted bail on 
conditions and they have been bailed to appear in May in a couple of weeks’ time at the Brisbane 
Magistrates Court.   
 
[Journalist] 
 
What was their reaction {UI}? 
 
[Alan MacSporran] 
 
I wasn’t present um I don’t think anyone likes being charged with a serious criminal offence so I can 
only imagine what, what their reaction was.   
 
[Journalist] 
 
Thanks Chairman we appreciate it. 
 
[Alan MacSporran] 
 
Nothing else?  Thanks very much.   
 
END OF RECORDING  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
 
 
 
 



 

    

 
Our reference: 22/094811 
Contact officer: Jen O’Farrell  
 
 

SENSITIVE 
 
10 June 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC  
Commission of Inquiry into specific matters  
relating to the Crime and Corruption Commission  
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
Via email: ccc-inquiry-admin@cccinquiry.qld.gov.au 
 
 
Dear Commissioners, 
 
Further submissions to the Commission of Inquiry into specific matters relating to 
the CCC (Commission of Inquiry) 
 
On 7 June 2022 the Crime and Corruption Commission (CCC) provided some further 
information to the Commission of Inquiry in response to some specific issues. The 
purpose of this letter is to request that information be treated by the Commission of 
Inquiry as an additional submission of the CCC.  The specific issues and the response 
is set out below. 

1. Your views regarding any general investigations capability gaps for police 
officers seconded to the Corruptions Division - specifically across areas such as 
administrative law, public sector management, understanding public sector 
frameworks, governance and policy. If the CCC considers there is a capability gap 
please provide information about ways to address these capability gaps including 
structural and governance mechanisms and mechanisms that focus on training and 
development for seconded officers.  
 
2. Please indicate whether any capability gaps could be counter-balanced with an 
enhanced focus on ‘prevention’ to inform and strengthen corruption 
investigations. In this regard I note internal governance processes established by 
IBAC and NSW ICAC include investigator, legal and prevention perspectives as part 
of the checks and balances for corruption investigations.    
 
  

mailto:ccc-inquiry-admin@cccinquiry.qld.gov.au
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3. In relation to training and developed mechanisms, what short-, medium- and long-term 

strategies could be effective to address any capability gaps for seconded officers at the CCC or 
within the broader corruption investigation sector.  

 
Capabilities of seconded police officers and steps to address capability gaps 
 
Police officers seconded to the Corruption Division are highly skilled investigators. However, the CCC agrees 
that generally sworn police investigators do not have deep knowledge across administrative law, public 
sector management, understanding public sector frameworks, governance and policy. 
 
The CCC recognises that access to broader and deeper knowledge of public sector management, 
understanding public sector frameworks, governance and policy would help to ensure that CCC 
investigations were effective and have a broad focus on system impact.  
 
The CCC agrees that, having successfully embedded the work practices outlined in the Operations Manual 
over the past three years, further steps will help to achieve the collaborative approach envisaged by the 
Operating Model. The CCC considers the following actions will ensure broader views about administrative 
law, public sector management, understanding public sector frameworks, governance and policy are 
embedded in corruption operations: 
 

• The establishment of an additional operational management mechanism (see also below response 
to Q6) where the Executive Directors and Directors (at a minimum) in Corruption Division meet to 
review Feasibility Reports and Investigation proposals to ensure these broader perspectives have 
been considered and the scope and requirements of corruption investigations are appropriate. This 
mechanism would occur prior to ELT consideration and serve as a ‘check and balance’, similar to 
that which occurs at IBAC and NSW ICAC.  
 

• The re-establishment of a comprehensive prevention/resilience capability to understand the 
environment and influence seconded police and civilian investigators who may have a background 
in more traditional investigative methodology. As outlined in our email response of 1 June 2022, 
building this capability will require additional budget.  
 

• In the shorter term, the establishment of dedicated positions focused on  evaluating the existing 
skill levels of seconded police officers and civilian investigators, identifying solutions to align skills 
with capabilities and developing responses to achieve enhanced skill levels.  
 

• This additional capability would also focus on the implementation of an improved business-unit 
induction process to support seconded police transition from the QPS to the CCC. This induction 
should familiarise seconded police with the CCC’s operating model and the principal pieces of 
legislation relevant to the corruption function, and include a training needs analysis to guide 
capability development while at the CCC.  This capability would also manage the ongoing 
management of the operations manual and delivery of training on any changes to ensure that all 
staff, including seconded police officers, understand the impact of the changes on their practice. In 
the longer term, collaborating with external training providers to co-design training that  develops 
administrative law, public sector management, understanding public sector frameworks, 
governance and policy capability across the public sector.  
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4. In relation to the current positions occupied by seconded police, are there any positions, 
specifically at the Executive Director, Director and Senior Sergeant/A07 level which could be 
effectively filled by civilian investigators to bring a broader mix of skills and capabilities to the 
Corruption Operations team? Are there any benefits or disbenefits to adopting this approach? 
Are there any complexities or barriers to changing positions from being a position allocated to a 
seconded police officer to a civilian position, for example, any industrial complexities?  
 

5. Are there any challenges experienced by the CCC in relation to the structure and the mix of 
positions and levels of positions for seconded police officers in the Corruption Division? Does 
the current structure provide sufficient flexibility to adjust the workforce to changing 
investigations needs?  

 
The CCC has control over its civilian workforce. Each vacancy presents an opportunity to re-assess the 
capability and classification required of the role. This assessment will consider the current and emerging 
work being conducted by the unit, and the existing capabilities in the team. In some instances, the 
establishment will change – temporarily or permanently – because of this review.  

 
The CCC is not in total control of its seconded police workforce. To change the profile of the CCC police 
workforce, the CCC must negotiate with the QPS and relevant police union, which can take a considerable 
period of time. The CCC supports a resource model that allows the CCC to anticipate and respond to its 
operating environment, and to adapt its resource model to reflect its existing and emerging work and the 
profile of its workforce.  

 
Notwithstanding the challenges faced by proposing to change the police establishment, the CCC agrees 
there are positions currently occupied by seconded police in the corruption operations business unit that 
could be effectively filled by civilians.  

 
The Executive Director, Corruption Operations is currently filled by a police Superintendent. While a 
detective in that rank typically brings deep knowledge of investigation methodology, which is particularly 
useful in the context of investigations that lead to prosecution, a broader skillset which would be available 
in a senior executive will assist the Directors and corruption investigation teams to have a broad focus on 
system impact.  

 
There are currently four Director positions in Corruption Operations; two positions are filled by Detective 
Inspectors and two positions are filled by civilians. The CCC suggests that this mixed approach effectively 
balances the skillsets of sworn officers and civilians. Further, some powers under the PPRA (eg surveillance 
device warrants) can only be executed by an Inspector of police.  

 
As at January 2022, there were five Senior Sergeants, 10 Sergeants, one AO8 Manager, two AO7 Senior 
Investigators and six AO6 Investigators in the corruption investigative teams. In total, that comprised 15 
sworn officers and nine civilian investigators. The CCC is of the view that the current balance between sworn 
and unsworn, and the police rank and civilian levels is reasonable, but recognises that having greater 
flexibility to manage the police establishment may facilitate different decisions about the capabilities (and 
potentially ranks) sought from the QPS. The CCC could also assess the work profile of the civilian 
investigators with a view to having a greater proportion of AO7 Senior Investigators, thereby creating a 
career development pathway for AO6 Investigators in the public sector.  
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6. What are the informal and formal governance groups/meetings in place within the Corruption 
Division at the SEO, Executive Director and Director levels?  

 
In addition to the portfolio-level governance oversight undertaken by the ELT and the divisional leadership 
performed by the SEO (Corruption), there are a range of formal mechanisms in place that monitor the 
quality and timeliness of corruption investigations.  

 
There is a Corruption Division Management Meeting, which is held monthly, and involves the SEO, Executive 
Directors (Strategy, Prevention & Legal; Operations; and Integrity Services) and the Executive Manager. 
That meeting focuses on management of the division at the high level. It does not deal with the progress 
of investigations.  

 
There is also a Directors’ meeting, which occurs weekly. That meeting is chaired by the Executive Director 
Corruption Operations (Superintendent position) and attended by the Directors (team leaders for each 
investigation team), Director Corruption Legal and Executive Manager. The discussion is focused on 
operational matters, including current status, challenges faced, resourcing implications (including legal 
resourcing). We consider there is value in bringing a broader range of voices to this meeting to enhance the 
focus on prevention and system impact.  
 
 
Yours sincerely 
 

 
 
Bruce Barbour 
Acting Chairperson 



 
 
 

    

 
Our Reference:22/095808  
Contact Officer: Jen O’Farrell   
 

SENSITIVE 
 
  
17 June 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC   
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission    
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Dear Commissioners,  
 
RE:  Request for additional information for the Commission of Inquiry into 

specific matters relating to the Crime and Corruption Commission 
(Commission of Inquiry). 

 
I refer to your letter dated 13 June 2022 in which you requested additional 
information from the Crime and Corruption Commission (CCC).  
 
Arrangements for seconded police 
 
i) Queensland Police Service establishment 
 
Under the Crime and Corruption Act 2001 the CCC CEO may arrange with the CEO of 
another department for the services of officers to be made available to the CCC.1 To 
facilitate the secondment of police officers to the CCC and their return to the QPS at 
the end of the secondment, the CCC CEO and QPS Commissioner of Police established 
the QPS-CCC MOU and CCC Secondment of Police Officers to the Crime and Corruption 
Commission Policy (QPS Secondment Policy). These arrangements recognise the 
Commissioner of Police is responsible for the efficient and proper administration, 
management and functioning of the Police Service, including being responsible for the 
control of the human and financial resources of the QPS.2 The efficient deployment of 
police officers seconded to the CCC is the joint responsibility of the CEO and most 
senior officer seconded to the CCC, currently the Chief Superintendent.3 

 
1 Section 255 (1) of the Crime and Corruption Act 2001, 
2 Section 4.8 of the Police Service Administration Act 1990. 
3 Section 255 (4) of the Crime and Corruption Act 2001. 
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The police officers seconded to the CCC remain part of the QPS Full Time Equivalent (FTE) cap and 
continue to be strongly connected to the QPS. This arrangement is different to those enabling 
secondments in the general public sector. Public sector secondees typically take a leave of absence 
from their home agency while they are seconded into the host agency and are under no influence or 
control of their home agency.  
 
Police officers seconded to the CCC under the EOI model relinquish their substantive positions and, 
when returning to the QPS, are considered as ‘surplus’. Their return to the QPS at the end of their 
secondment to the CCC requires the officer to be placed into a vacant position that is consistent with 
the officer’s skillset and in a geographically suitable location (possible for non-Commissioned Officers 
only under the Enterprise Bargaining Agreement that provides a mechanism for management 
facilitated lateral transfer). Police officers seconded to the CCC can, at any time, apply for a lateral 
transfer or promotion on merit.  
 
From a QPS organisational structure perspective, the CCC Police Group sits within the Crime, Counter 
Terrorism and Specialist Operations (CCTSO) Portfolio. In addition to the CCC Police Group, the CCTSO 
includes the Crime and Intelligence Command; Domestic, Family Violence and Vulnerable Persons 
Command; Ethical Standards Command; and Security and Counter-Terrorism Command. While 
seconded to the CCC, the most senior officer seconded to the CCC – the Chief Superintendent – 
remains a member of the QPS Executive Leadership Team (QPS ELT).  
 
The profile of the current establishment is: 
 

Chief Superintendent 1 
Superintendent 2 
Inspector 5 
Senior Sergeant 13 
Sergeant 30 
Constable / Senior Constable 34 
Total  854 

 
 
ii) Funding, industrial arrangements and payroll process 

 
Each year, the CCC CEO develops the budget for the Commission and submits this to the Minister, 
being the Attorney-General. Once approved by the Minister and Treasurer, the budget is entered into 
the whole of government Tridata reporting system, managed by Treasury, that includes five years of 
‘Forward Estimates’ made up of ‘base budgets’ plus ‘limited-life funding’ (special appropriations) plus 
‘EB adjustments’ (EBA increase to cover increased wage costs under various employment categories) 
less any reductions. The CCC receives its budget funding from DJAG quarterly in advance.  
 
The funding for the 77 QPS officers is part of the CCC ongoing base budget. In 2020-21 the budget for 
the police establishment was $12.842M. This includes base wages, allowances, standard overtime and 
oncosts including superannuation, long service leave and workers compensation insurance. The costs 
of additional overtime and travel allowances incurred because of CCC operational activity are not paid 
by the QPS. The CCC funds any shortfall from its other base funding allocation. In 2019-20 and 2020-
21 the CCC funded an additional $91,631 and $42,556 in police overtime respectively. 
 

 
4 These figures include the one sergeant and seven constables / senior constables which comprise the QPS 
funded Physical Surveillance Unit team.  
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The 77 police officers remain on the QPS payroll and are paid under the Queensland Police Service 
Certified Agreement 2019 and Queensland Police Service Employees Award – State 2016.  
 
The liaison between the CCC and QPS payroll is coordinated by the Strategy & Performance Office 
supporting the Chief Superintendent (General Manager Operations Support). The Senior Sergeant in 
the Strategy & Performance Office advises QPS payroll of the staff establishment for the fortnight 
(including relieving arrangements). Based on this information, the QPS completes its payroll and raises 
an invoice for police officer employee costs, which it forwards to the CCC. The Senior Sergeant 
reconciles the invoice received from the QPS and, once confirmed, advises CCC Finance to pay the QPS 
invoice.  
 
iii) Numbers of police officers who apply for CCC positions under the EOI model 
 
The MOU between the QPS and CCC that established the current EOI and Partnership models was 
signed on 24 September 2020. The table below provides the number of applications for positions 
advertised prior to and following the implementation of the EOI model.  
 

Pre implementation of the EOI model Post implementation of EOI model 
 
Detective Senior Sergeant 
July 2018 – 9 applications 
 

 
Detective Senior Sergeant 
May 2022 – 3 applications  
May 2021 – 11 applications  
Nov 2020 – 10 applicants  
 

 
Detective Sergeant  
Jan 2019 – 5 applications 
Mar 2018 – 11 applications 

 
Detective Sergeant  
May 2022 – 10 applicants  
Oct 2021 – 11 applicants  
Nov 2020 – 18 applicants  
 

 
Sergeant – Witness Protection 
May 2019 – 18 applications 
 

 
Sergeant – Witness Protection 
Jan 2021 – 16 applications  
 

 
Senior Constable – Witness Protection 
Nov 2019 – 15 applications 
Mar 2019 – 16 applications 
 

 
Senior Constable – Witness Protection 
May 2022 – 8 applications 
Jan 2021 – 28 applications  
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iv) Changing the profile of the CCC police establishment 
 
Because police officers seconded to the CCC remain part of the QPS establishment, any change to that 
establishment requires negotiation with the QPS. This negotiation occurs at the senior executive level 
between the CCC CEO and QPS Deputy Commissioner responsible for the CCC Police Group, at the 
operational level with respect to reintegration and lateral transfer arrangements, and with corporate 
business units including Human Resources and Finance. The CCC also engages with the Queensland 
Police Union where necessary.  
 
The timing of when the CCC seeks to change the profile of the police establishment is significant. When 
the change occurs at the natural conclusion of the secondment period, the impact is minimised by 
processes embedded in the QPS Secondment Policy that seek to manage the officer’s reintegration to 
the QPS. The CCC is then in a position to review its requirements, and either recruit a replacement of 
the same rank or negotiate with the QPS for a position of a different rank to be included in the QPS 
CCC Police Group establishment. Changes to ranks have previously occurred but have taken around six 
months to negotiate. Recent negotiations have seen improvements in this timeframe.   
 
When the CCC seeks to make a change during the term of a secondment, the impact is more significant. 
Because the officer is surplus to QPS requirements, the CCC understands the premature return of a 
police officer means the QPS has to find the officer a position or hold the position above establishment 
for a period of time until a suitable vacancy arises (exceeding its FTE cap and budget).  
 
If the CCC seeks to increase the number of police officers at the CCC, this can be achieved by the QPS 
directly funding additional officers, as is currently occurring with the provision of eight physical 
surveillance officers seconded to the CCC, or via a short secondment arrangement for a joint- 
investigation.5  
 
If the CCC seeks to change its establishment in a way that civilianises a police position, the impact of 
that change is the return of a police officer to the QPS and establishment of a non-police role at the 
CCC. The CCC does not come within the whole-of-government public service FTE cap, so the return of 
positions to the QPS does not have an impact on the FTE for either organisation.  
 
During consultations to prepare this response, the Queensland Police Union recognised that it is the 
CCC’s business to determine the most appropriate establishment for its purpose, but also indicated 
that it will consult more broadly to determine whether there are industrial issues that need to be 
considered.   
 
The CCC is of the view that the current architecture, comprising the MOU and QPS Secondment Policy, 
is working quite well and is an improvement on historical approaches. To enable the CCC to more 
flexibly adjust the workforce to respond to emerging trends or changes in demand or types of 
investigations being conducted, the CCC would support the following amendments: 
 

• the QPS CCC Police Group establishment be an FTE cap defined by budget not number of 
positions or rank.   

• the MOU and QPS Secondment Policy explicitly recognise that determining the CCC’s 
workforce is a matter for the CCC and the QPS role as a service provider of human resource 
capabilities.  

• references to particular positions and ranks in the QPS Secondment Policy are removed.  
 
 

 
5 Section 255 of the Crime and Corruption Act 2001. 
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Statistical information  

 
v) Statistical information for the previous five financial years in relation to matters referred 

to the CCC, matters investigated by the CCC and matters resulting in criminal charges being 
laid broken down to show matters involving police, local councils and other units of public 
administration. 

 
The statistical information requested is provided in the following table. For clarity: 
 

• “Complaints received” is the number of complaints of corrupt conduct (may involve more than 
one allegation of corrupt conduct; does not include matters received by the CCC that do not 
meet the definition of corrupt conduct) received by the CCC 

• “CCC investigations” is the number of investigations commenced by the CCC  
• “Matters resulting in charges” is the number of investigations where at least one charge was 

laid. 
 
To assist interpretation, in 2016-17, the CCC received 3104 complaints of corrupt conduct. Sixty-five 
per cent of those complaints related to the QPS. That year the CCC commenced 72 investigations. Most 
(n=35, 49%) of those investigations related to local government, with the remainder spread equally 
between the QPS (n=19, 26%) and public sector (n=18, 25%). Of the 19 investigations relating to the 
QPS, at least one charge was laid in nine matters (47% of CCC investigations involving the QPS).  
 
With respect to trends across the period, the CCC makes the following observations. The number of 
CCC investigations has reduced over the five-year period. Over that time, the CCC has focused on the 
most serious and complex matters, on improving the timeliness in of its investigations and ensuring 
that its investigations deliver significant outcomes.6 The CCC’s Areas of Focus also influence the 
investigations undertaken and can contribute to variation over time. The proportion of CCC 
investigations that result in criminal charges is relatively and consistently low (ranging from eight to 
31 percent of CCC investigations).  
  

 
6 An outcome resulting in a criminal charge, a report to the Director of Public Prosecutions, a recommendation 
for disciplinary action, a prevention recommendation, the release of a public report, or referral of a matter to a 
Unit of Public Administration for further investigation.  
See performance information on page 22 of the CCC Annual Report: 
https://www.ccc.qld.gov.au/sites/default/files/Docs/Publications/CCC/CCC-Annual-Report-2020-21.pdf  

https://www.ccc.qld.gov.au/sites/default/files/Docs/Publications/CCC/CCC-Annual-Report-2020-21.pdf
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Notes:  
The CCC records corruption data in its COMPASS database. COMPASS is a live database which explains why there may be 
small discrepancies between reported data at different points in time as the data is cleansed and settles.  
Charges can occur at multiple points across the lifecycle of an investigation. Charges made may relate to a matter commenced 
in a previous year. 
 
 
vi) Statistical information identifying the number of matters that do not proceed from 

feasibility to delivery stage, the number of matters that do proceed from feasibility to 
delivery and the number of matters that then result in criminal charges being laid.  

 
The CCC is collating this information, which is occurring via a manual process, and we envisage being 
in a position to provide this information by Tuesday 21 June 2022.  
 
 
 
 
Yours sincerely 
 
 

 
 
Bruce Barbour  
Acting Chairperson 

2021/22
to 31 
May

Complaints received 3104 100 3180 100 3118 100 3328 100 3499 100 3585 100
Queensland Police Service 2020 65 1807 57 1497 48 1399 42 1566 45 1837 51
Local government 297 10 346 11 442 14 438 13 341 10 279 8
Public sector 787 25 1027 32 1179 38 1491 45 1592 45 1469 41

CCC Investigations 72 100 77 100 51 100 29 100 26 100 27 100
Queensland Police Service 19 26 11 14 8 16 10 34 6 23 4 15
Local government 35 49 37 48 27 53 11 38 9 35 8 30
Public sector 18 25 29 38 16 31 8 28 11 42 15 56

Matters resulting in charges 14 19 17 22 10 20 9 31 2 8 3 11
Queensland Police Service 9 47 3 27 1 13 1 10 0 0 3 8
Local government 3 9 6 16 4 15 5 45 1 11 0 0
Public sector 2 11 8 28 5 31 3 38 1 9 0 0

% 2019/20 % 2020/21 % %2016/17 % 2017/18 % 2018/19



 
 
 

    

 
Our Reference:22/095808  
Contact Officer: Jen O’Farrell   
 

SENSITIVE 
 
 
20 June 2022 
 
 
The Honourable Tony Fitzgerald AC QC  
The Honourable Alan Wilson QC   
Commission of Inquiry into specific matters relating to the Crime and Corruption 
Commission    
State Law Building  
50 Ann Street Brisbane  
GPO Box 149  
Brisbane QLD 4001 
 
 
Dear Commissioners,  
 
RE:  Request for additional information for the Commission of Inquiry into 

specific matters relating to the Crime and Corruption Commission 
(Commission of Inquiry). 

 
I refer to your letter dated 13 June 2022 in which you requested additional 
information from the Crime and Corruption Commission (CCC). Further to our 
response of 17 June 2022, the CCC provides the following additional information.  
 
Statistical information  
 
i) Statistical information identifying the number of matters that do not 
proceed from feasibility to delivery stage, the number of matters that do proceed 
from feasibility to delivery and the number of matters that then result in criminal 
charges being laid.  
 
The Operating Model and Operations Manual chapter MM01 Matter management, 
planning and conduct became fully operational in December 2019. It should be noted 
that not all matters require a feasibility assessment. In instances where additional 
information is not required to determine the investigation is required or justified, and 
is technically feasible and cost-effective, the matter will progress from the assessment 
to delivery phase (with the appropriate approvals).  
 
Since the introduction of MM01, the CCC has commenced 67 corruption 
investigations. Matters progressed directly to delivery in 25 matters, a feasibility 
assessment was conducted in 34 matters and eight matters are actively being 
considered. Of the 34 matters where a feasibility assessment was conducted, 26 
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progressed to delivery, the CCC took no further action in six matters and referred two matters to 
another agency to deal with. In instances where a feasibility assessment was conducted, the CCC 
determined that under one quarter of those matters did not warrant CCC investigation (n = 8; 24%). 
 
With respect to the six matters where the CCC decided to take no further action, the CCC made this 
decision because the: 
 

1. investigation was not a justifiable use of the CCC’s resources (the CCC disseminated 
information obtained during the feasibility assessment to the UPA).  

2. allegations did not raise a reasonable suspicion of corrupt conduct (the CCC disseminated 
information obtained during the feasibility assessment to the UPA).  

3. investigation was not a justifiable use of the CCC’s resources (the matter was quite aged and 
records were no longer accessible).  

4. allegation was not substantiated.  
5. investigation was not a justifiable use of the CCC’s resources.  
6. allegations were not capable of substantiation (the CCC advised the UPA about issues it 

encountered conducting the feasibility assessment). 
 
With respect to the two matters referred to another agency, the CCC:  
 

1. referred the allegations to a UPA to deal with and made recommendations about the actions 
the UPA might consider taking. The CCC did not monitor how the UPA dealt with the matter.  

2. referred the allegations to (1) the Office of the Independent Assessor (OIA) and (2) the UPA to 
deal with. The CCC did not monitor how the UPA dealt with the matter.  

 
Of the 67 corruption investigations commenced, 24 remain under active investigation. The remaining 
43 investigations are either entirely closed (n = 21) or the investigation stage has closed (n = 22). This 
means that an outcome of ‘criminal charge’ was possible in 43 investigations. Of those 43 
investigations, three investigations resulted in criminal charges (a feasibility assessment was 
conducted in one of those matters).    
 
 
Yours sincerely, 
 
 

 
 
Bruce Barbour  
Acting Chairperson 




