











Interviewing Children and Recording Evidence (ICARE)

36. The Interviewing Children and Recording Evidence (ICARE) course has been a ground-
breaking initiative since its inception in 1990. Post, the Crime and Misconduct Commission
Report “Seeking Justice: An inquiry into how sexual offences are handled by the
Queensland Criminal Justice System” in 2003, the course was registered for national
accreditation.

37. The course is unique in Queensland as it is the only joint training on offer for authorised
officers of Child Safety Services, CSOs, and the relevant units of the Queensland Police
Service (QPS).

38. The course’s registration conditions, means it cannot be replicated in any other format or run
without the approval and knowledge of the Registered Training Organisation (RTO), which
is the Queensland Police Academy.

39. The ICARE course requires all participants to successfully meet the required competencies
of the following three units:
o PSPREG407B - Produce from records of Interview
o PSPREG209B - Prepare a brief of evidence
® PUATEAQ01B - Work in a team.

40. The ICARE model is based on the application of the ‘Free Narrative’ technique of
questioning and obtaining statements from children. The course advocates for ‘child
focused’ interviews and promotes international ‘best practice’ standards through the
provision of contemporary research and the integration of theory and practice.

41. The course is one week, face-to-face training over a total of 15 sessions and covers the

issues of:

o cultural and linguistic diversity, disability, domestic violence

o Aboriginal and Torres Strait Islander children and young people

o risk Assessment Framework and the Standard of Proof

o legal issues including re-interviewing children: the why/when this may be required (i.e.
questions raised by the plaintiff's defence counsel, new information obtained from
other sources during an investigation or on the advice of public prosecutions) and how
to do this correctly

o the impact of the interviewing process on the child (including the developmental
stages of children and the potential risks associated with re-interviewing)

o the impact of the interviewing process on the child’s family and management to
reduce contamination of evidence gathered

o note taking
protective strategies
° management of complex offence scenarios.

42. All participants are required to successfully complete four interviews using the correct
forensic technique of ‘Free Narrative’ using various notification types. All interviews are
formally assessed, with two of the interviews being videotaped.

43. The outcomes of the training are:
o maximising the safety and welfare needs of children who have been, or at risk of

being harmed (directly or indirectly) in relation to acts which constitute a criminal
offence

5>
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44.

45.

° minimise trauma of the interviewing process by having a recognised process and
standard for forensic interviewing of children which meet QPS and Child Safety
Services legislative standards, policies and procedures

° increase acceptance of the evidence by the Courts and the legal profession through
provision of evidence which meet stated judiciary standards
° increase whole-of-government response via building collaborative, responsive and

positive relationships between the two major services involved in child protection
through exposure of working within a multi-disciplinary team.

The ICARE course has promoted and fostered professional working relationships between
Child Safety Services and the relevant units with the QPS, through the training of the
highest standard.

Recognition of these standards has consistently been recorded by officers from both
agencies since 2005 in course feedback forms and from external agencies such as the
Commission for Children, Young People and the Child Guardian and inter-state and
overseas police units.

Learning and Development Initiatives.

46.

47.

48,

49.

50.

51.

To embed and enhance quality practice skill development, a suite of Practice Skill
Workshops were implemented. The practice skills development workshops were a joint
initiative between the former Child Safety Practice Improvement Unit, Child Protection

‘Development and Training and Specialist Support Unit. The workshops were implemented

state-wide to promote and support quality practice skills development for frontline staff.

The initiative aligned with the strategic directions of the department as outlined in the
Department of Communities 2011 - 2015 Strategic Plan to focus on supporting and
developing quality staff, quality systems and quality practice.

The workshops also build on the learning opportunities provided through Child Safety and
Community Training, in particular the Specialist Skills Training. The Workshops were
developed in response to issues identified by Child Safety Services staff, child death case
reviews, research and child protection initiatives and other jurisdictions. Workshops are
delivered in CSSCs by Senior Practitioners or other regional staff and cover a range of
topics including: complex trauma, domestic and family violence, cumulative harms and
transition from care (see attachment 2).

To support the delivery of state-wide initiatives, such as the implementation of the Helping
Out Families initiative and the amendments to the Child Protection Act 1999 (the Act),
training including workshops and information sessions is also provided to Child Safety
Service staff. This has included an information session and a suite of three workshops for all
regional staff to inform and promote the amendments of the Act enacted in 2011.

At a regional level, training is also developed and delivered in response to locally identified
training needs as required.

training targeted to discrete skill areas, eg: cultural competence (including Aboriginal
and Torres Strait Islander (ATSI) and culturally and linguistically diverse (CALD),
working with children and young people, working with families, domestic violence,
drug and alcohol, intellectual disability, and mental health); and

Training for CSOs targeted to discrete skill areas is delivered through phases 1 =5 of the
CSO ELTP. Electronic and hard copies of all training materials and resources for CSO
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training has previously been provided in folder 3.2 of the response to summons 3885920.
Training is also provided through the provision of specialist skills workshops and practice
development modules as outlined above. Resources include books or articles, video or
DVD, computer and face-to-face material.

Cultural competence —Aboriginal and Torres Strait Islander

52.

53.

54.

55.

56.

o7.

Aboriginal and Torres Strait Islander Cultural Capability is a two day program which is
available to all departmental staff which equips them with skills and behaviours that align
with the department’s Aboriginal and Torres Strait Islander Cultural Capability Framework.
The aims of the framework are to acknowledge value and respect Aboriginal and Torres
Strait Islander peoples and cultures and to improve on the way staff develop and maintain
working relationships with Aboriginal and Torres Strait Islander peoples and communities.

Phase 1 of the program required new CSOs to read relevant areas of departmental policy
and practice relating to working with Aboriginal and Torres Strait Islander people. These
include:

o Practice Paper “Working with Aboriginal and Torres Strait Islander people”

o Practice Paper “Recognised Entity”

During Phase 2 of the program, CSOs complete the two day face-to-face program,
Foundation Studies in Culture “Indigenous Engagement” (FSIC). This program is mandatory
for all staff undertaking CSO ELTP and is designed to assist CSOs to improve their capacity
to communicate effectively with Aboriginal and Torres Strait Islander people in a range of
different situations. FSIC focuses on identifying specific skills and knowledge that will enable
CSOs to deliver child safety services to Aboriginal and Torres Strait Islander children and
families that are grounded in cultural integrity.

In addition, Phase 2 activities require CSOs to refer to relevant policies and practice
resources regarding working with Aboriginal and Torres Strait Islander clients in order to
complete scenarios pertaining to Aboriginal and Torres Strait Islander families that are used
to assist staff to build culturally sensitive practice. The policies and practice resources are:
o Policy No: CPD610-1 “working with Aboriginal and Torres Strait Islander children,
families and Communities

Practice Resource “Working with the Recognised Entity”

Policy No: CPD609-1 “Aboriginal and Torres Strait Islander Child Placement Principle”
Practice Resource “The Child Placement Principle”

Practice Resource “Developing a cultural support plan for an Aboriginal or Torres
Strait Islander child”.

® @ o o

During Phase 3 and 5, new CSOs undertake further activities to continue to build their

individual cultural capability. Activities include: '

o visit a local Recognised Entity (RE) and complete the ‘Agency Visit Journal’

o during phase 5 CSOs are required to complete module 22 — “Aboriginal and Torres
Strait Islander cultural communications protocols”.

CS0Os complete two mandatory and one additional competency:
o Working with Aboriginal and Torres Strait Islander Families
o Working with the Recognised Entities

o Working in rural and remote communities

i
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The competency reinforces the need to ensure the cultural views of the child/ren and the
parent/s are considered, and that both the child/ren and their parent/s have an opportunity
to take part in the decision-making which affect their lives.

58. Phase 4 is designed as a one hour session to reflect on their individual practice and discuss
issues they have encountered in the period since they attended Phase 2. CSOs complete
activity “reflection on practice with Aboriginal and Torres Strait Islander clients.

59. In addition to this program, there are a number of specialist skills modules for work with

Aboriginal and Torres Strait Islander clients including:

o Peri-Urban work with Indigenous Australians — areas covered include:

o agencies and support networks in Indigenous peri-urban communities that
will support children and families involved in the child protection system
o factors that may impact in the assessment of Indigenous families.

o Rural / Remote work with Indigenous Australians — this module explores Indigenous
issues in rural and remote communities, specifically Walgett, using resources that
relate to Walgett. Areas covered include:

o factors in Indigenous rural / remote communities that form community
attitudes and perceptions which underpin parenting
o factors that may impact in the assessment of Indigenous families.
60. The Aboriginal and Torres Strait Islander Cultural Capability Training Participants Workbook
is attached to this statement and marked Attachment 3.

Blueprint for implementation workshops

61. Regional workshops, as part of the Blueprint for Implementation Strategy, were developed
to address the overrepresentation of Aboriginal and or Torres Strait Islander children and
young people in the child protection system.

62. These workshops were developed to enhance the understanding of staff’s roles and
responsibilities, explore barriers to best practice and develop shared solutions to improve
local culturally sensitive practice. These workshops were facilitated for the staff of:

Child Safety Services

Recognised Entities

Indigenous Family Support Services

Indigenous Foster Care Services

Kinship Services

Cultural Competence - Culturally and Linguistically Diverse (CALD)

63. Multicultural Capability in Service Delivery training is a one day program which is available to
all departmental staff which develops their capability to initiate and maintain working
relationships with culturally and linguistically diverse (CALD) clients and their communities
(see attachment 4). These capabilities align with both the Department of Communities
Strategic Plan 2011-2015 and the Queensland Multicultural Action Plan 2011-2014.

64. Training targeted to working with CALD families in child protection is also covered during
phases 1 -5 of CSO ELTP.

65. Specialist Skills Modules for working with CALD clients (see attachment 1) include:

‘._. . T NG "-\_.
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o What do others see me saying — designed to explore individual's non-verbal
communication and how this information could impact on child protection practice
(PDF Document)

o Understanding the non-verbal of others - designed to explore the non-verbal
communications and the use of interpreters and how the application of this information
could impact on child protection practice when used and not used. (DVD)

o The how to of interpreters - designed to explore communication and the use of
interpreters and how the application of this information could impact on child
protection practise when used and not used. (Learning Guide)

° Cultural Norms - this session explores the cultural norms for refugee groups and
their country of origin. (Infonet page)

o No place like home — explores the refugee experience from the eyes of the child.
(DVD)

° Out of the frying pan — explores refugees’ escape from their country of origin and
their experience following their arrival in Australia. (CD-ROM)

o Communicating verbally with CALD families — explores communication and the

use of interpreters and how the application of this information could impact on child
protection practice. (CD-ROM)

° Moonfall — explores what the cultural perceptions and issues are which influence a
person’s decision to attempt suicide. (DVD).

c. support offered to staff for post graduate study opportunities eg: SARAS scheme,
Churchill Fellowship; and

66. The department provides support to employees who undertake further education, provided
that the study and / or research is relevant to the department’s services and linked to its
strategic objectives through the Study and Research Assistance Scheme (SARAS) and
individual Achievement and Capability Plans (ACP). This assistance provides financial
support and / or leave arrangements (subject to operational convenience) and encompasses
part-time and full-time study research. The department’s policy and procedure in relation to
SARAS is available at Attachment 5 and 6.

67. There are currently 55 Child Safety Services staff supported through SARAS.
Aboriginal and Torres Strait Islander Scholarship

68. The department currently sponsors two Aboriginal and Torres Strait Islander Child Safety
Services employees in the Aboriginal and Torres Strait Islander Staff Scholarship Program.
The program was an initiative from the former Department of Child Safety and aims to
provide professional and career development opportunities for Aboriginal and Torres Strait
Islander staff.

- Churchill Fellowship

69. The aim of the Winston Churchill Memorial Trust is to provide an opportunity for Australians
to travel overseas to conduct research in their chosen field that is not readily available in
Australia. No prescribed qualifications are required.

70. An employee, Chris Boyle (Child Safety Practitioner) was recently awarded this fellowship,
which will provide Mr Boyle with the opportunity to undertake a six week research program
to gain knowledge and experience in the child protection system across Europe and
America.
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71.

72.

73.

74.

75.

To apply for the Churchill Fellowship, individuals must apply themselves through the
Churchill Trust. Information of the fellowship is attached and marked Attachment 7.

support offered to staff to attend professional development opportunities such as
external training courses and conferences.

The department’s ACP framework assists supervisors and team members to define the role
and responsibilities of individuals in achieving the Business Unit Plan. It is also designed to
support individuals to identify development needs to ensure employees have the
appropriate capabilities to achieve business outcomes.

Departmental policies and procedures clearly articulate the supervisor’s responsibilities to
ensure team members have the capability and knowledge necessary to perform their
current role. There is also the expectation that team members are being equipped with the
capabilities and knowledge needed for the department. This is broader than just finding
training courses for team members to attend.

Further, frontline staff members themselves play an active role in managing their personal
development plan, as part of the ACP process, maintaining professional registration and
looking for self-directed learning opportunities.

Many options for developing new or enhancing existing capabilities and knowledge exist in
different forms and these are articulated in the ACP documentation for individual team
members. ldentified examples of the options for which staff would receive support to attend /
participate include:

o Job Shadowing — A form of on-the-job training, where team members can spend
time with someone else and observe them perform tasks. This may include attending
appointments with a more experienced employee or sitting with them when they
conduct interviews or talk with clients.

o Online Learning — Accessing learning solutions via Learning Management Systems
(LMS) where departmental internal learning and development opportunities are
available.

o Professional Associations — Team members could join a relevant professional
association that may help them network with other professionals and access
information about contemporary practice.

o Reading — The library has a wide range of material that can be borrowed or view
electronically.

o Secondments — There may be temporary vacancies that need to be filled by a
‘seconded’ individual with specific capabilities and organisational knowledge. This can
provide a team member with wider job experience and the opportunity to enhance
existing capabilities.

o ‘Acting’ in another position — The opportunity to act in another employee’s position
can provide exposure to different clients / stakeholders and ways of working.

o Conference /| Workshops / Seminars — Throughout the year there may be
conferences / workshops / seminars that a team member can attend to enhance their
capabilities, knowledge and networks.

o Formal Training — Instructor led training providing an opportunity for learning in a
face-to-face setting.

o Mentoring — Mentors act as role models who offer guidance and advice in specific
work areas whilst providing opportunities for team members to model best practice.

—
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° Coaching — Coaching is a structured process through which a team member is
supported to achieve an identified goal.

76. Costs associated with the above programs, where they are not centrally provided by the
department, are at the discretion of local management and come from local budgets.

77. Long courses / qualifications — Tertiary qualifications ranging from a diploma to a
bachelor’s degree to a masters degree can provide capabilities and knowledge necessary
for a team members’ career progression. Study assistance may be available from the
department. The study support offered to the individual, in terms of time and financial
assistance, is dependent on the appropriate option identified through the ACP process, and
pursuant to the relevant policy and procedure.

Question 3

Information, books and documents pertaining to the staffing levels and locations of the

Training Branch (child safety) with Department of Communities, Child Safety and Disability

Services and it service delivery to Child Safety staff.

78. The training area responsible for Child Safety training was reorganised in July 2012, to
provide a more local service to regional service delivery staff. The training head count is 21
plus two administration support. The unit reports to the Director, Workforce Capability which
is a unit in the Human Resources and Ethical Standards area.

79. Table 4 below provide a summary of staffing.

Table 4. Staffing

Classification Number
Manager Child Safety Training (AO8) 1
Principle Training Officers (AO7) 5

Senior Training Officers (PO4) ' 13
Senior Training Officer (AO6) 1

80. The location of these staff is based on the number of CSOs undertaking CSO ELTP in each
region as this program required training support for competency checks and local training
support. Table 5 below provides a summary of locations:

Table 5. Staff locations

(Beenleigh))

Region Principle Training Officer (AO7) | Senior Training Officer (PO4)
Brisbane 1 (South Brisbane) 2 (South Brisbane)
South West 1 (shared with South East 2 (Ipswich)
(Beenleigh))
South East 1 (shared with South West 1 (Beenleigh)

North Coast

1 (shared with Central QLD

2 (Maroochydore / Strathpine)

(Maroochydore))
Central Queensland 1 (shared with North Coast 2 (Rockhampton and
(Maroochydore)) Bundaberg)

North Queensland

1 (shared with Far North
Queensland (Cairns))

2 (Townsville)

Far North Queensland

1 (shared with North Queensland

2 (Cairns)
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(Cairns))

Central Development 1 (Brisbane) 1 (PO4), 1 (AOB) (both
Team Brisbane)

81. Previously the training unit was based at Wooloowin and all South East Queensland was
serviced from that location. Training was also delivered from Wooloowin with Child Safety
staff brought in from across the State to attend block training.

Question 4

Information, books and documents pertaining to the current staffing and location structure
of Court Services with the Department of Communities, Child Safety and Disability
Services and its services delivery to Child Safety Staff (post 2012-13 Queensland State
Budget / government cuts).

82. This question is responded to in the statement of Mr Bradley Swan dated 19 October 2012,
in relation to this summons.

Declared before me at Brisbane this 19 day of October 2012.
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Participants Workbook
Attachment 4 Participants Manual Multicultural Capability in Service Delivery
Attachment 5 Policy - Study and Research Assistance Scheme (SARAS)
Attachment 6 Procedure — Study and Research Assistance Scheme (SARAS)
Attachment 7 Churchill Fellowship 2012 Application Package
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QUEENSLAND CHILD PROTECTION
COMMISSION OF INQUIRY

STATEMENT OF KENNETH DAGLEY

|, Kenneth James Dagley, of c/- 111 George St Brisbane in the State of Queensland, Director
Workforce Capability, solemnly and sincerely affirm and declare:

1. lam the Director, Workforce Capability, Human Resources and Ethical Standards,
Corporate and Executive Services in the Department of Communities, Child Safety and
Disability Services.

2. | have been appointed to this position since 2 July 2012. | was previously the Director of
Organisation and Workforce Development. | have been in this and similar roles since April
2007.

3. When planning and reviewing my work and seeking approval for decisions, when required, |
report to the Chief Human Resources Officer who is based in 111 George St Brisbane. My
position is part of Human Resources and Ethical Standards.

4. Prior to this appointment | was Director, Organisation & Workforce Development from
January 2011 to July 2012, Director, Learning and Organisational Development Strategy
from January 2010 to December 2011 and Assistant Director, Strategic Learning Services
from February 2008 to January 2010.

5. Ihold a Certificate of Business, Certificate 11l in Coaching, Certificate IV in Workplace
Training and Assessing and a Graduate Diploma in Organisation Change and Development.

ROLE

6. The purpose of my role, as the Director, Workforce Capability is to support the development
of a flexible and skilled workforce to support the achievement of service outcomes that meet
government priorities. This is undertaken through the delivery of occupational training
services to child safety, disability services and corporate areas of the department.

7. My duties and activities include:

e The design and implemention of a Learning and Organisational Development Strategy
for the department

e reviewing learning practices and training programs to ensure they are fit for purpose
and cost effective

e the design and delivery of entry level corporate, community recovery, disability
services and child safety training.
managing the recording and reporting of training activities

e supporting performance management through a performance review system.

INTRODUCTION

8.  The following statement provided is in response to the letter requesting written information
which was issued from the Queensland Child Protection Commission of Inquiry, reference
number 2017458.

9. The information provided has been done so on the advice from the reIevaanusme,sa_gmts
responsible for management of the applicable areas. //’ OF THE E Bns
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QUESTIONS
How training and development for frontline staff was coordinated within Child Safety prior
to the 2012 restructure of the department.

10.

11.

12.

13.

14.

15.

There are seven key elements to the coordination of training and development for frontline
Child Safety Services staff (Attachment 1). These include:
e Team Leader/Senior Practitioner
Child Safety Service Centre (CSSC) Manager/Regional Management
Regional Service Delivery Operations (RSDQ) Learning Unit
Child Safety Practice Improvement (through Child Protection Development)
Regional/Local
Corporate programs
Individual staff member

At the centre of these coordination elements is the Achievement and Capability Planning
(ACP) process.

The Team Leader/Senior Practitioner role in training and development is as the responsible
line supervisor and includes orientation training, supervision, case management
performance feedback and performance planning. The CSSC Manager/Regional
management provide performance management, practice support and professional
development opportunities.

RSDO Learning Unit organises and conducts the Child Safety Officer (CSO) Entry Level
Training Program (72 weeks), Interviewing Children and Recording Evidence (ICARE),
Specialist Skills modules, Team Leader training and in-service support. Child Protection
Development maintains the Child Safety Practice Manual, provides updates and advice on
practice and legislation changes and provides information of trends and research in child
protection.

Regional and local initiatives will also be available to frontline staff in the form of practice
forums, generic training, for example. writing skills and other local initiatives. Corporate
areas provide access to the Study and Research Assistance Scheme (SARAS),
management development programs, project management training, finance and
administration training and Information Services training such as Integrated Client
Management System (ICMS).

Finally the frontline staff member themselves will manage their personal development plan
(as part of the ACP process), maintain professional registration and look for self-directed
learning opportunities.

How training and development for front line staff is currently coordinated within Child
Safety

16.

Minor realignments have occurred to some training and development reporting structures as
a result of the 2012 restructure of the department. These realignments would be almost
unnoticeable to frontline staff as the direct support training staff remain the same. The
realigned areas are:
o RSDO Learning and corporate elements have combined in Human Resources and
Ethical Standards under Workforce Capability.
e Child Safety Practice Improvement has been amalgamated in Child Protectlon
Development in Child Safety Programs area. /gr""“" & 1 HE
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What needs to be fixed and what if any policies and procedures may be negatively
impacting on the way business is conducted.

17.

18.

19.

Effective training and development in an organisation should have processes to monitor and
review changes to policy, practice, organisation structure, labour market supply and external
environmental influences on the organisation. Being open to these impacts means that
refinement and improvement is made regularly to the content and delivery methodologies.

In February 2012 the department undertook a process of regional consultations on CSO
Training. These consults included key stakeholders from Child Safety Practice
Improvement, Child Protection Development, Regional Directors and RSDO Workforce
Strategy and Human Resources and Ethical Standards. Feedback from these consultations
identified a need to review the current approaches to training across all child safety services
roles.

Training staff are currently consulting with regional staff and Child Protection Development
to identify opportunities for improvement to the CSO curriculum. The outcome will be an
updated strategy for child safety services staff development at all levels which has a
continuum of professional development, including linkages with Child Protection
Development.

Declared before me at Brisbane this 17th day of October 2012.
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Attachments

Attachment 1 — Child Safety Officer Training Coordination
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Attachment Marking

The preceding 1 page is the annexure mentioned and referred to as ATTACHMENT 1

in the statement of Kenneth Dagley taken on 17/10/2012
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