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	Abstract


	This presentation will briefly outline the Vision, Aims and Purpose of the QPS WAG Network. • What are our ‘Great Expectations’ – of our senior women, of our senior men? What are their expectations of us? How can we better communicate with each other and build worthwhile ‘human’ relationships? • What are our Challenges and Visions – current and future? The WAG Networks’ February 2007 Training Symposium “Great Expectations” will clearly focus on putting ‘theory’ into practice. Through interactive panels of Senior Executive Officers and Officers in Charge, we will explore each others expectations and how we can achieve those expectations. • How far have we come? Has anything changed? • Inspirations – who are we inspired by – internally and externally? Opportunities have developed through the annual Senior Women’s Forum and the multi-departmental monthly Leadership Lounge. • Making a difference. What can we do to make a difference on a day to day basis? In the context of women as supportive leaders, supervisors and managers, we want to make these positions something to aspire to, by improving our styles of management, and creating better role models. We also want to support those women who are true leaders regardless of rank or level.
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This paper is presented in two parts.
At first I would like to take the opportunity to give an update on how our Women’s Network is progressing, and what it has achieved in recent times.
Then I would like to spend some time exploring how we expect to achieve our Networks’ Vision and Purpose, by taking a closer look at ourselves, our behaviours and our souls.

The Queensland Police Service (QPS) Women’s Network (formally WAG Network).
The Women’s Network helps women to develop the knowledge and skills necessary to compete in a merit driven environment. It provides advice to managers and members on policies affecting women in the workplace.  The network has been responsible for a number of initiatives, which not only has benefit women but also men, specifically in balancing work and family life.

Members developed a new Action Plan at the Coordinator’s Conference in Townsville, September 2007, identifying the new strategic direction for the Network for the period 2006 to 2009.   

Vision: Striving for excellence for women in policing.
Purpose: To create opportunities in a changing environment to develop, support and empower women in the QPS.

Aims:
· To achieve equity for women within the QPS;

· to promote efficiency and effectiveness in the QPS by assisting women to develop the knowledge and skills necessary for full participation in a merit environment;

· to provide an avenue to management for information and advice on matters affecting women in the QPS; and

· to assist management in the development and application of policies affecting women in the workplace and, where appropriate, affecting women in the community.

Benefits of the Women’s Network
· Encouragement, support and advice to women on matters affecting them in the workplace;

· information and awareness of issues which will enable women to participate to a greater extent in the working environment;

· opportunities to develop women’s skills relevant to career development and organisational needs;

· opportunities for women to assist and participate with senior management in policy making decisions; and

· establishment of support networks to break down isolation factors for QPS women and their families in remote locations.

The focus of the Network particularly in the last 12 months has been to develop network members through their participation in working groups to reinvigorate the network. 

One of the network working groups have spent the last several months reviewing and re-writing the “Women’s Network” Policy.  A number of sections have been significantly updated, and new sections included as follows:
Reporting Requirements.  As indicated in the Strategic Direction (section 3.3.1.2) of the policy, the Network has developed an Action Plan aligned to a variety of plans and strategy documents.  Conversely, the achievements of the Network contribute to the Service realising the outputs in those plans and strategy documents.  

Regular reviews of the objectives outlined in the Action Plan are therefore a requisite part of the planning process and form the foundation of the reporting requirements. 

The hierarchical reporting system is as follows:

Network Representatives

· Report to their Network Coordinators on a quarterly basis in relation to the network activities conducted within their areas; and  

· provide a copy of their report to their District Officer / Branch Manager.

Network Coordinators

· Provide a collated report of all Network activities conducted within their Region / Command to the Network State Coordinator on a quarterly basis; and

· provide a copy of their report to their Assistant Commissioner / Director.

Network State Coordinator

· Collates and summarises the reports from all Coordinators, and provides this summary to the SEC Representatives, for submission to the Senior Executive Conference;

· provides copies of the summary to the Executive, the National and International Representatives, and to the Manager, Equity and Diversity Unit;

· prepares recommendations collaboratively with the Executive and Manager, Equity & Diversity Unit for tabling to the Senior Executive Conference; and

· disseminates feedback to the Executive and Manager, Equity & Diversity Unit on the outcomes of the Senior Executive Conference.

Executive

· Prepares annual (or other organisationally required) reports on the activities of the network; and

· collaborates with SEC and National and International Representatives to prepare reports for national and international committees.

Auxiliary Positions

SEC Representatives

· Prepare papers outlining the Network’s activities for the relevant three month period, and recommendations for tabling at Senior Executive Conference meetings; 
· provide a copy of the summary to the Network State Coordinator; and
· report to the Network State Coordinator following Senior Executive Conference meetings and provides feedback on pertinent issues to be disseminated to network members.
National and International Representatives

· Prepare documents as required by the Commissioner of Police for delegated meetings; and

· report to the Network State Coordinator following meetings and provide feedback on pertinent issues to be disseminated to network members.

Manager, Equity and Diversity Unit

· Acts as the conduit between the Network and the Director, Human Resources Division; and

· provides strategic direction to the Network through the State Coordinator.

Performance Management

Whilst elected Network members perform their roles in a voluntary capacity, they are placed in positions of trust and responsibility by the women they represent.  All elected Network members are required to demonstrate a level of commitment to achieving the strategic goals of the Network and undertake the duties and functions of their position.  

In the event of any elected Network member not meeting the responsibilities of their position, an over-viewing panel consisting of the Network’s State Coordinator, a Network Executive member and the Manager of the Equity and Diversity Unit will convene to consider appropriate action.  Each instance will be considered on a case by case basis after discussing the matter with the member.  The panel will determine from the following options:

· no action required;

· mentoring;

· training or 

· removal from the position.

Apart from the WAG Policy & Structure Review, other working groups have been involved in developing a marketing strategy; organising an International Women’s Day function; consultations regarding a return to work package; identifying and submitting award nominations for members both at a State and National level; and co-ordinating the tri-annual training symposium in February of this year.  All these activities have developed female members, exposing them to tasks they would not normally see in their current working environments.  

Network members have conducted information sessions throughout the State addressing topics of interest to both men and women.  The Network has also continued supporting the ‘Buddy Initiative’ that has seen senior women travel to remote areas to provide training and support to female members.

Networking opportunities have also been targeted by the Network during this period.  Members have linked with external, government and non- government women’s groups, (e.g. Department of Emergency Services, The Australian Women and Leadership Forum), through presentations and meetings. To enhance internal networks the WAG Network has worked towards building stronger links with the relevant police unions through information sessions.

Further information relating to women was provided for the Annual Report 2006/07.
Balancing Work and Family:  In 2005/06, the Queensland Police Service trialled a new part-time policing model to increase accessibility to an equitable shift roster for those officers wishing to work part-time.  This trial was successful in addressing part time issues and was approved by the Senior Executive for implementation on a permanent basis.  This policy has assisted officers in balancing their work and family life.
As part of the complexity, women in policing are working it through in the multiple roles we all play. The research on work-family balance shows that it is not detrimental to women to have multiple roles if they integrate them.
Telecommuting continues to develop application in a number of areas throughout the Service.  This working option has also been used to assist members rehabilitate back into the working environment following extended absences.

Supporting Women’s Career Development:  The Service continues to support women’s career development through:
· the Women’s Advisory Group (WAG) Network;

· the Equal Employment Opportunity Management Plan;

· the Career Planning Unit

· the Leadership and Mentoring Program for Women;

· the Jim O’Sullivan Award for initiatives enhancing the standing of women in the Service;

· the Senior Women’s Forum;

· the Child and Family Issues initiative;

· representation on the Commissioner’s Australasian Women In Policing Advisory Committee;

· the Work and Family Policy;

· International Women’s Day functions;

· Conducting Information Sessions throughout the State;
· attendance at the monthly multi-departmental ‘Leadership Lounge’
· participation in the Australasian Council of Women and Policing.
So, how do we expect to achieve our Vision of ‘Striving for Excellence for Women in Policing’?   How do we expect to achieve our Purpose, ‘To create opportunities in a changing environment to develop, support and empower women in the QPS’?  What can we really do to make a difference on a day to day basis?  What are our ‘Great Expectations’? Are they realistic?  What are our expectations of our female and male leaders along the way?  What are their expectations of us, as women, as a Network?  And, if they are different, it doesn’t necessarily mean they are worse or better, but how do we manage those differences?  

The WAG Networks’ February 2007 Training Symposium began to focus on putting ‘theory’ into practice.  Through interactive panels of Senior Executive Officers and Officers in Charge, we explored each others expectations and how we could achieve those expectations.  Some strategies included: marketing and communicating well, and often, with our Managers, so they know what is happening and what the benefits are for them; and asserting ourselves in our own areas e.g. at Regional meetings, so we are seen as an important entity who can offer strategic value to the organisation.
The plan is to be very clear about who we are, what we are good at, and what we want to be. If we think about leadership, it is ultimately about motivating and aligning people toward a vision. The vision is where we want to go. 

More importantly, what can we expect of ourselves as ‘Women Leaders’?
Anne Cummings, academic director of Wharton’s ‘Women in Leadership: Legacies, Opportunities, and Challenges’ program, says that “Women still perceive many barriers, challenges, and frustrations.  These barriers are different than they were for women 25 years ago.  Today, everyone in the corporate world knows what they can and can’t say, and can and can’t do, so the challenges emerge much more subtly.  Women usually have to work harder and perform better, but they are perceived as having more opportunities. 
It is still a challenge for women in some organisations to manage perceptions about how they got to where they are.  It is not just men’s perceptions but also other women’s perceptions.  What’s surprising is that women are still as frustrated as we were 25 years ago. We don’t have someone asking us to get coffee, but we still feel we are facing barriers. 

Women make the same mistakes that men do. There isn't good research on this, but Cummings has started to make a few observations. Sometimes women make the mistake of acting too defensively because they expect opposition. Sometimes we lack confidence, so we apologize for our good ideas. We may also fail to understand how others perceive our decisions and behaviour. We need to develop skills for reading this. Sometimes we may try to be something other than what we are, and not being authentic can be a mistake for any leader. As leaders, we need to understand our strengths and our priorities, as well as the culture, policies, and systems around us. There are wonderful opportunities and enormous choices. We need to think about leadership strategically and broadly in all arenas”.  The quality of our choices hugely impacts on our leadership effectiveness as parents, partners, practitioners and managers.
The reality is that we, as women, do sometimes get a hard time, but we are sometimes our own worst enemy.  But if we get busy; pass people by; don’t ask questions; don’t consult; don’t really find out what the needs are; are not transparent; are less ethical; are less open and honest; are not true to our values and beliefs; we may experience a negative emotional reaction to these, we have less personal problem solving resources, and we are at risk of becoming good people behaving badly.
Is it possible to challenge ourselves in our leadership roles to: free people to contribute; focus on the relationships; encourage connection; develop staff; encourage a compassionate culture; help people to unfold the full range of their human potential and self-knowledge?  Is it possible in our organisation to do ‘management by values’?  
Is it too much to expect our organisations to start to pay heed to some of the new research, the more modern or some might say, ‘new age’ ideas of leading organisations into the future?  Yes, we are police services, hierarchical organisations, but I believe there are opportunities to influence people to achieve their full potential, to manage themselves better, to make informed choices, and to lead people well.

Already in our Positive Workplaces Program (PWP) we’ve been conducting workshops on supportive leadership, conflict management, and giving and receiving feedback.  More recently our program has started to facilitate emotional intelligence workshops which focus on self awareness and self management.  Often within half an hour of posting these workshops, they are full.  Women in particular are the passionate attendees at these workshops.

Our Positive Workplaces Program has recently started to research and explore the concept of “wisdom”, i.e. the value of spiritual intelligence, spiritual capital and soul profiling, to leadership.
It’s important to note that the use of the word “spiritual” here has no connection with religion, or any other organised belief system.  
Dana Zohar in her book, “Spiritual Capital”, explains this further:
Spiritual Intelligence is the intelligence with which we access our deepest meanings, values, purposes, and highest motivations.

Spiritual Capital is wealth that we can live by, wealth that enriches the deeper aspects of our lives.  It is not monetary wealth, it is wealth we gain through drawing upon our deepest meanings, deepest values, most fundamental purposes, and highest motivations, and by finding a way to embed these in our lives and work.
If you think of the soul in terms of its capacity to channel those things i.e. beliefs, values etc, that inform the decisions we make and the way we choose to live our life.
In summary, wisdom enables us to make intelligent choices; wisdom is who we are at our best.  
Therefore, by having greater awareness and insight into our own “soul profile”, we can start to have conversations with each other on a day to day basis, which: 

· build rapport and trust
· build worthwhile ‘human’ relationships

· come from soul not ego; and
· that are basically, us, at our best.
ACTIVITY: Soul Profile

(Handouts provided as last page)
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EXERCISE:

You’re Soul Profile

Find three words or phrases in response to each of the seven questions below. 

Your responses are private and you will not be asked to share them with anyone.  

	Can you describe your purpose in life?



	Can you name instances of a peak experience in your life?



	What is your contribution to the world?  



	Name three people that you consider to be your heroes or heroines.



	What are the qualities that you most admire in others?



	What are your unique talents?



	What are the qualities that you best express in your relationships?




Soul can be thought of as that channelling capacity in human beings that brings things up from the deeper and richer dimensions of imagination and spirit into our daily lives, families, organisations and institutions.  These words/phrases are your “soul profile”.  They start to answer the question, “who am I?”  
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