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There are many factors as will be described and explained in the following
material. The important thing to remember is that when a person
volunteers, they do so for purely altruistic reasons whether they are
offering themselves to help in their own local community or further afield.
They are reasonably entitled to be valued and assisted to do so.

They just want to help and get the job done without obstacles put in their
way by bureaucratic or other official processes.

These are the people that the fire service brands as “Not Professional”, by
virtue of the Act written for, if not by, the UFU that states only Fire and
Rescue staff can be “Professional Firefighter”. These are the people that
make a supreme effort to go through the training to raise themselves to the
standard of a safe and capable operational emergency service member,
some becoming selected to be full time staff members.

The factors that impact on volunteers joining or staying are below:
1. Social.

Interference with a person’s social life is caused by the requirements of
training obligations. Weekly, monthly, irregular multi day courses, 2 to 5
days, minimum 3 yearly.

Operational callouts, average 25 a year for active volunteers in the
emergency services. These incidents are by their urgent nature gross
interferences in a volunteer life and can occur at any time day or night, in
the early hours of the morning, or when it is usually quite inconvenient such
as when | have just cooked a nice steak dinner and have to run off and
leave it!

Even worse when a family member or an ill family pet needs support!

This level of commitment severely limits a volunteer’s social involvement
in the normal social activities that a non-volunteer would be able to
participate in. No movies, no sporting events, football games, concerts,
family gatherings. These types of activities are frequently foregone as part
of the volunteer’s service.
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The loss of leisure time and social activities can be a factor in reducing
mental health levels in volunteers and also their family.

2. Family.

A Volunteers family is adversely affected to varying degrees. This can be a
simple absence from a family dinner, missing Milestone events with
children or spouse’s, not being available to provide transport to family
members when needed.

The list goes on and on. Some absences can be quite protracted and
stretch to days, weeks, or months in the case of overseas deployments.

But even a few hours of precious time with family lost due to volunteering is
an imposition that causes damage to family interactions.

Family/work commitments account for 42.2 percent of factors inhibiting
volunteering.

According to “The Cost of Volunteering Report 2006 Anglicare. S. King, J. Bellamy, & C. Donato-Hunt” ©

3. Work.

In my experience as a Brigade First Officer, a volunteer’s activities as a
volunteer can have a wide variation of direct and indirect effects on their
work commitments. This is dependent on whether the volunteer works for a
government Agency, a private employer (either a small to medium
enterprise or a large corporation), or are self-employed as a sole trader, or
as an employer managing their own business.

| had members in my Brigade || li] that fitted in all of these
categories at various periods, myself being self-employed for some time
before retiring. Personally, | was prepared to forgo earnings on many
occasions, being in a fortunate position to do so. Many of the brigade
members were not so fortunate as |, but they still sacrificed earnings to fill
their role to protect the community the best they could accordingly, as their
circumstances permitted.

Those members that were employed by other entities experience vastly
different conditions of support, or not, depending on whether the employer
allowed them time off in lieu, time off on full or reduced wages, or no
support. Obviously, those volunteers that had no employer support either
did not attend activities, or attended a bushfire event and suffered the loss.
Obviously not a desirable outcome, but at periods of major emergency this
was occasionally the result but was unsustainable for long, and was not to
be encouraged.
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Volunteers that are employed by Councils or State or Federal Government
are given either time off in lieu, or emergency services leave for set periods
on full pay. This is a helpful concession, but not copied by private
enterprises except for some larger corporations.

All of these different circumstances have a myriad of effects on preventing
or inhibiting volunteers offering themselves for service.

This could be alleviated by the scheme below that | have submitted to the
departments of the QFES and SES previously, without any satisfactory
response.

COMPENSATION FOR LOSS OF INCOME TO VOLUNTEERS

1. During recent operational activities involving personnel and rural fires volunteers at
long duration wildfire events, , it was apparent that many members lost a large portion of
their normalincome due to giving an enormous commitment to the service. Some
members gave up 2 weeks of work.

2. Although this is not a desirable situation, it is sometimes forced onto the

members due to the attrition of personnel as a result of the workload that is

created from large and long duration events, whether they are fire, flood, search

for missing persons, etc. Land searches are usually long duration events,

sometimes stretching for weeks, even months in many cases.

3. It would be fair to those members that are so committed that they are willing to

give so much up, that they be compensated fully for what they lose monetarily.
Particularly those key personnel that are necessary to provide a leadership role in

a team with continuity.

4. By compensation being available from government, a burden would be removed

from employers that do give wages support to their volunteer staff that provide an
extremely valuable service to their community, sometimes lifesaving support.

5. There would be some reliability of staffing operational forces of volunteers when
extreme events occur such as the recent bushfires in 2004, 2012, and 2019

seasons.

6. It would reduce resentment when volunteers are working alongside paid staff doing the
same tasks. This is a very real situation during long events.

7. Previous bushfire events in NSW and the A.C.T. have resulted in the state providing
resources to re-imburse volunteers for loss of income on application by the member, on a
case by case basis for that particular event, as an ex-gratia payment.

8. A permanent policy should be in place to cater for future long events to provide
compensation funding, either from state funds or NDRA funding. It is suggested that this
policy be invoked after a minimum time period has elapsed, consider 24, 48, or 72 hours
as suggestions.

9. Dueto the present employment and social climate, and cost of living it is normal for
both partners to need to work, sometimes more than one job, to be able to provide for
their families. This situation impacts markedly on whether to join a volunteer service or
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not. If compensation for loss of income incurred as a result of serving the community was
known to be available, then it would be an incentive to family breadwinners to join a
service and attract the type of member we need.

10. Please note, this is not to be seen as payment to volunteers, or a diminishing of the
volunteer ethic in any way, as it would only be applied in long standing operations when
the community is in dire need and would be declared as part of disaster declarations.

11. The relevant government departments, SES, QFD, etc. need to become familiar with
and understand commonly stated predictions from demographic studies that predict that
there will be vastly reduced workforce due to aging population, to service a
commensurately increased cohort of persons needing assistance compared to numbers
of today’s needs. This will impose real difficulties on volunteer services to support their
respective communities.

Document ends.

4.Expenses.

Following on from the work factor and loss of wages and work time,
disruption of leave entitlements and various employment conditions, there
IS another factor that impacts the employees incentive to join a volunteer
service. These are the expenses incurred by the volunteer directly as a
result of their giving of their time and body to the government. Below is an
extract of total costs incurred by a volunteer as an employee, and as a
Self-employed worker, according to “The Cost of Volunteering Report 2006
Anglicare. S. King, J. Bellamy, & C. Donato-Hunt” ©.

| have attached this report to my submission for the committee’s review
and information as to the costs involved in volunteering. Even though this
study was compiled in 2006, the same factors are still relevant today.

Cost. All employees $1,679 (adjusted for inflation in 2025-$2718)
Self-employed $3,282 (adjusted for inflation in 2025-$5314.62)

According to “The Cost of Volunteering Report 2006 Anglicare. S. King, J. Bellamy, & C. Donato-Hunt” ©

On a personal note, | calculated | incurred a loss of approximately $3000 a
year on average, culminating in a cost of $5,000 over all factors during my
final year as the Brigade First Officer.

5. Departmental service conditions.
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This is probably the most influential factor to influencing a volunteer to join,
or stay and continue to serve their community, as the conditions of service
are continually impacting the member or applicant. The difficulties
commence from the time a person decides to sign up with an organisation.
Over the last decade or so there has been a proliferation of documentation
to complete to become an active volunteer. First there is the initial
application to complete. This has become more comprehensive in the
information required, police checks, medical checks etc. Once the
application has been submitted it can be an extended period of time before
the member is accepted and issued their member number. Reports | have
received vary from around 3 weeks to 9 months, which although rare,
happen to illustrate the type of delay experienced by many applicants.

The next obstacle is the Blue Card application process. This is an onerous
process that can mean whether or not an applicant proceeds with their
application, though not for any fear of any past criminality, but because of
the bureaucratic process involved. The whole Blue Card introduction was
probably the worst program ever introduced to a volunteer organisation in
the bullying way it was presented, “Apply or else you will be sacked” was
the approach from the senior executive officers. As an example, an 80 year
old Grandmother that had been serving a Brigade for over 30 years was
told she would be sacked, after giving her services for free as a Brigade
Secretary over that length of time. Thousands of members were dismissed
because they objected to being tarred as “Paedophiles”.

The whole Blue Card introduction was based on a lie because someone in
the Crown Legal Department believed that all fire fighters held First Aid
Certificates and decided this designated them as “Health Care Workers”,
S0 requiring them to hold a Blue Card. The ludicrous application of this
resulted in the resignation/dismissal of approximately at least 8000
volunteers. In all of my 35 years of fighting fires all over the State, | have
never come across an unsupervised minor at a fire.

In my view, this just illustrated the contempt that volunteers are held in by
the Senior Leadership Team, the Senior civilian staff, and the belief by
them that volunteers are just “Cannon Fodder” and can be replaced on a
constant rotation.

Many dignitaries give flowery speeches venerating volunteers and their
service to the community, but then will disrespect them whenever it suits
the service because of some issue.

One example of this is a situation where a Brigade First Officer identified a
discrepancy in the payments of the Rural Fire Levy from the relevant

Council to his Brigade. When he raised this with the QFES at the time, he
was denigrated, constantly threatened, bullied by the senior officers in the
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Department and eventually dismissed. This is even though a forensic Audit
had proven him to be correct. This volunteer had given many years of
service to his community, as a Firefighter and as a QAS First Responder,
on one occasion being voted “The Citizen of The Year”.

Another example is when the First Officer of the

laid a complaint against a Staff member, resulting in the Staff member
being disciplined and held back from promotion. As a result of the
complaint, the Staff member conducted a vindictive “get square” campaign
which resulted in a couple of spurious charges against the First Officer.
When the members of his Brigade refused to remove him from the Brigade,
the Commissioner, under advisement from the senior staff within the RFS,
closed the Brigade down. A complaint regarding the whole process was
made to the CMC, but as is the usual modus operandi it was sent back to
the RFS where it was swept under the carpet, “nothing to see here”.

My experience with the Queensland Ambulance Service as a First
Responder exposes the lack of concern for the volunteers welfare and
provision of compatible conditions of service. | live near Kilcoy and was
due to complete an Advanced First Aid Course to maintain my competency.
| was offered a number of course locations, one being Toowoomba which
was150 km away. Another location offered was Chermside in Brisbane,
another long drive for over an hour through traffic. To offer these locations
to a volunteer that has to use their own means of transport to attend these
courses shows a complete lack of empathy or understanding of a
volunteers situation when they offer themselves to an emergency service.

Previously this training had been provided in nearby locations for the Kilcoy
First Responders, requiring only 15 minute drives to the location. Just
because the QAS can expect their paid personnel to travel wherever they
may be directed to, this is not a fair expectation to impose on a volunteer,
an in my view displays the lack of any tangible empathy to volunteers.

Further illustration of the contempt and lack of trust for volunteers is the
example of forbidding a First Responder, one that has completed and
passed the same driving course as all other QAS Staff, from driving under
lights and sirens. Even though | had the same driving Qualifications | was
not permitted to drive an ambulance when a “Code 1” case was being
transported to a hospital. And even though | have been driving Fire
Appliances under lights and sirens for over more than 25 years.

TRAINING

Training doesn’t meet real needs, it used to do so in a rather ad hoc and
improvised formal fashion, and then Rural Fire training was incorporated
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into the QFES RTO and now the training syllabus is monumental, not rolled
out, not fit for purpose and not all modules are written. Former
Commissioner Greg Leach came up with a new, streamed system that
acknowledged that volunteers could train locally and be certified as
competent in their local brigade to complement the national compliance
programme. The RFBAQ fully supported this plan but it was shot down by
Fire & Rescue in late 2022. (The plan proposed by Commissioner Leach
would solve many problems). The main problem being that as the training
IS so onerous and documentarily lengthy (i.e. 40 questions to an exercise
to be answered in long hand), and there is a distinct lack of certified
volunteer trainers, only about a third of the state has even a modicum of
fully trained fire-fighters.

The training syllabus is being written by academics, for academics. NOT
volunteers. A senior training department told me to my face that "the
training is developed to protect the backside of the Commissioner and all
the staff”. Not a very satisfactory way to formulate a training package for
volunteers.

Personal Equipment

This is the next obstacle to overcome. Although most applicants receive
their full complement of Personal Protective Equipment in a reasonable
amount of time there are many examples of delays of very necessary PPC
being available in a timely manner, requiring waiting periods of months in
many cases. In the recent floods in Townsville, there were gross shortages
of clothing for the volunteers working during the deployment. To make
matters worse, no laundering facilities were available to wash dirty and
contaminated PPC, so thousands of dollars’ worth of contaminated PPC
was dumped.

VEHICLES

Following on from personal equipment is the provision of vehicles. The
latest round of Medium Attack appliances being issued to Brigades is
probably the most complained about vehicles in the history of vehicle
builds. This is mostly because there was NO consultation by the
responsible persons on the vehicle production team in Kedron, which is the
MOD.

The Manager of Operational Development and his staff are supposed to
be consulting with the Operational Strategic Working Group (OSWG), this
is the panel of appointed firefighters, all of senior backgrounds of decades
of operational and Command experience.



8

As the prototype of the latest medium attack was being manufactured and
near to final design was reached, the OSWG was invited to the factory to
examine the prototype vehicle. When they attended the site, they were
informed that they could not touch or operate any of the controls, open
lockers, or even enter the cabin to learn about the fitout of the cabin. This
was stated due to “Commercial in Confidence” provisions. So, one of the
most critical designs of vehicle to the safety and use by firefighters could
not be inspected for useability, capability, or safety by those most informed
of the requirements of this type of vehicle.

Nor were the Firefighters in the Brigades around the State consulted, nor
the Staff in the Regions that work with and support the Brigades.

Below is the “Fit for Task-Vehicle Design” process that was developed by
fire fighters and submitted to the Chief Officer of the RFS in December
2017 and this was approved as the process to be followed by the MOD. It
never has, that is why the vehicles of all designs are of such poor standard.

By comparison, the Light and Heavy Attack Appliances designed and built
according to the RFBAQ specifications have received the highest approval
ratings by written Feedback Forms from firefighters that inspected and had
use of them for extended periods, above 85 per cent approval. This was
the highest ever level of approval of vehicles produced by any designers.
In contrast with these RFBAQ fire fighter designed vehicles, designs that
comply with all ADR’s, the historical legacy QFES designed Medium Attack
vehicles have been proven to be overweight by a large margin. Despite
attempts to ameliorate the issue, many are still on the road as overweight
vehicles, thus exposing the drivers and all chain of command personnel to
charges of varying degrees, if any are examined by Police or Qld Transport
inspectors as a result of an incident.

Please see below the Fit for Task-Vehicle Design process diagram that was
agreed with the Chief Officer and the RFBAQ.



The major problem with the vehicle designs is the blinkered thinking of the
persons responsible to come up with the final project, whatever the class of
vehicle whether it is to be a Light Attack Fire Appliance, a Medium Attack
Fire Appliance, a Heavy Attack Fire Appliance, a Command Vehicle, or a
Support Vehicle.

As an example of the short sightedness of the design and procurement
department of the QFD is the “Project Electric Back”. This was initiated by
the RFBAQ to develop a design of a fully Electric powered Fire Fighting
Pump and associated firefighting hoses, reels, etc. to deliver firefighting
agents, either water or foam to combat and extinguish a fire, to be installed
on a normally powered (diesel) Light Attack cab chassis. Also to have the
capability to Draught (suck) up water from a suitable source to refill the
tank.

This was a resounding success, the resultant equipment that was
integrated with the batteries, solar panels, the pump and delivery hoses
produced a system that was vastly more efficient than any current pump
and engine powered sets currently in use. It also had a more than triple the
duration of its power supply than any current equipment using diesel or
petrol fuel. AND it was virtually noiseless, not requiring the pump operator
to wear bulky ear protection! This is a factor in reducing operator fatigue
and improves verbal communication between the crew members.

The final prototype was demonstrated to a number of fire agencies,
resulting in at least two agencies placing order to purchase in quantity.
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NOTE. The QFD vehicle design staff that were invited to attend the
demonstration, but could not be bothered to do so, even though it was in a
convenient and close location.

Nor did the QFD Chief Officer or the MOD take up the offer to attend an
information day at a large vehicle manufacturer’'s factory in Melbourne, to
be given a familiarisation session on a new vehicle prototype that will be a
vast improvement on the vehicle currently in use. The RFBAQ was in
attendance, as were other fire agencies.

Another example is the current design of the Command vehicles developed
by the various builders. These are usually built up as a module onto a light
4wd cab chassis, either single or dual cab to fit out all the communication,
display documentation, and management capability.

By contrast, the Fire and Rescue arm of the QFD have 15-20 tonne
Pantechnicon trucks that are fitted out with every available audio-visual
presentation aids, every method of communication means ( mobile cells,
Satellite internet, fax,) self-contained electric generators, maps production,
and the most important of all is REAL TIME TRACKING of all personnel
and vehicles on the fireground. The difference is that they will only looking
after an area of a couple of city blocks at the very most, whereas the Rural
Incident Managers can be managing an area of hundreds, even thousands
of hectares of fireground.

Brigade Finances.

Since the formation of the QFD under the latest Legislation, the finances of
the Brigades has resulted in confusion, mismanagement, appropriation of
Brigade funds into the QFD bank account. All the while vastly increasing
the workload of volunteer treasurers that have to comply with the same
provisions of accountancy as full time staff without any renumeration to
compensate for their own time while doing so. And creating extreme
difficulty for public donations to be given to a Brigade when desired after
conducting HRB'’s.

One recent example | was made aware of is that a land owner wanted to
give a donation to the Brigade that conducted a HRB on his country. The
only way he could do so legally was to either go to a store and buy
something for them, or give them shop Gift Certificates!

This is because funds cannot be deposited into a Brigades Sub-account,
only to the QFD accounts, which a civilian cannot do.
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In my view, an enquiry is warranted into Rural Brigades funding and
accounting processes’ by the QFD.

6. Distance

Another obstacle to volunteering is distance. To varying degrees
volunteers, have to travel vast distances to attend Brigade activities,
meetings, fires, etc. This is dependent on whether they own a vehicle, have
access to one, or not. If the volunteer has a vehicle they will be impacted
with extra fuel costs, vehicle running and servicing costs, and the time
involved in the travel. If a volunteer lives distant from the Brigade, this time
alone can be a considerable impediment.

With the increase of fuel costs that are charged today, this can make the
difference between volunteering or not.

All of the above issues could be rectified by introducing the Volunteer
Respect Act, as proposed a number of years ago. Please see the proposal
below.

Why a Queensland Emergency Volunteer Respect Act (EVRA)

A Queensland Emergency Volunteer Respect Act (EVRA) will recognise that
emergency service volunteers work in unigque operating environments and
organisational resource models, alongside paid workers and delivering professional
levels of service equivalent to that of paid workers, but without the rights, protections,
recognition etc. of paid workers.

The most recent experience of this was the 2024 wholesale legislative and detrimental
change to all the Rural Fire Brigades in Queensland without real or honest
consultation. An action that would not have been permissible to paid staff covered
under industrial agreements or instruments.

A Queensland EVRA would:

- Ensure consultation with Emergency Volunteer (EV) organisations happens as there
currently is no requirement for consultation.

- Enable Government to communicate or enquire on Emergency Volunteer (EV)
organisations as there is currently no ability for them to do so;

- Be non-operational;
- Ensure that correct process were followed.

- Ensure Emergency Volunteers have a voice that is recognized,
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- Identify potential issues early and internally;- Support a process that brings
Emergency Volunteer representative organisations together;

- Decouple money from having a voice;
- Provide advice and feedback to Minister for VVolunteers and Government;
- Increase in Emergency Volunteer recruitment.

What is an Emergency Volunteer?

The inclusivity of the EVRA will be driven by defining what an “Emergency
Volunteer” is and by doing so will:

- Develop parameters for form and function of Emergency Volunteers a
representative association;

- Will include agencies that meet interpolative guidelines;
- Ensure inclusive and adaptable voice;
- Allow for associations to migrate in/out as form and function changes.

Emergency Volunteer Respect Act (EVRA) would have an Emergency Volunteer
(EV) Council that:

- Will refer to appropriate established dispute processes;

- Is an environment which is apolitical, performing its functions in an impartial and
professional manner;

- Is not a complaints process;
- Will ensure that most matters will be dealt with at local service committee level;
- Provide greater active voices for Emergency Volunteer Associations;

- Will have EVRA staff to support all EV Associations in finding their voice and to
promote their EV organisation.

- Report annually to Parliament.

Principles

- Respecting rights

Respect the rights of emergency volunteers to enable them to perform their roles
without discrimination, no loss of legal standing, no disadvantage or loss of integrity

and provide for all persons a means to volunteer according to their capacity without
discrimination;
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. Consultation

Enshrine for emergency volunteers the right to be consulted with, in advance on any
matters which might impact on volunteer rights or duties and have agreement between
the parties on any matters which might impact on emergency volunteers;

- Integration with legislation

Ensure all subsequent legislation, deeds and contracts as far as is permissible by law,
IS reviewed to ensure compliance with these principles does not unfairly impact on
the rights of emergency volunteers in the performance of their duties;

- Resources

Enables emergency volunteers to have reasonably adequate resources to be able to
perform their roles in a manner that is safe and without risks to their health;

- Education

Provide for an education fund for emergency volunteers to aid with enhancing skills
of volunteers directly for the public good;

- Compliance

Enable breaches by persons or organisations to be properly dealt with according to
Law;

- A fair go without hardship

Where not already provided for, to establish an emergency volunteer hardship support
fund to aid emergency volunteers who meet certain criteria, to provide for their
personal costs and losses incurred as a part of their volunteering efforts;

- Skills recognition
Provide for recognition of emergency volunteers’ skills to agreed national
competency levels and where an emergency volunteer has been competently assessed,

not discriminate against a volunteer in any way including the basis of qualifications
and experience.

- Out of pocket expenses

Where otherwise not expressly provided for, provide for the reimbursement for out of
pocket costs incurred by emergency volunteers as a direct cause of them volunteering
if they so wish to claim;

- Immunity from prosecution
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Provide for immunity from prosecution for emergency volunteers and those who are
directly supporting emergency volunteers whilst performing their duties and acting
within the law and in good faith.

I
] |
ENDS

| have had a very comprehensive experience of discussing issues with
hundreds of volunteers over more than 30 years, both in a leadership
position in a Fire Brigade or SES unit, and as a representative for the
RFBAQ. Below is a compilation of comments made by volunteers
following consultation workshops with fire fighter throughout Queensland
during 2023 prior to the formation of the QFD. There are not many positive
comments, if any.

The things that directly affect brigades and that brigades complain about most are the
tangibles.

e Trucks; not enough, poor design, overweight — the design and procurement
programme is a mess. It has been one band aid cheap fix on top of an earlier
band aid cheap fix that has led us here. | suggest that QFleet or an independent
assessor from a large fleet / logistics background be brought in for an honest
3" party assessment of the end-to-end process. As of October 2024, using
QFD’s own figures we are 171 trucks behind needs.

e Training; doesn’t meet real needs, it sort of used to and then Rural Fire training
was incorporated into the QFES RTO and now the training is monumental, not
rolled out, not fit for purpose and not all modules are written. Former
Commissioner Greg Leach came up with a new, streamed system that
acknowledged that volunteers could train locally and be certified as competent in
their local brigade to complement the national compliance programme. The
RFBAQ fully supported this plan but it was shot down by Fire & Rescue in late
2022. (I still believe that the plan proposed by Commissioner Leach would solve
many problems)

Below are some quotes from brigade members regarding training (drawn from a RFSQ
2023 series of engagement sessions)
e "Training doesn't reflect volunteer needs. Too complex, needs to be delivered at
brigade level."
e "Debriefs and lessons learnt are very poor. We don't learn from our mistakes."
e "We need more air ops training. Air Ops needs to be in RFS as we are the
biggest users."
e "Training should be delivered locally. We should not have to go to Beaudesert
just because it's where the State trainers live."
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"We need hands-on accredited training not answering 70 questions on a
foundation skills exam."

"We need staff focused on training, and that needs to be practical training not all
this online stuff.”

"Training is just too complex. Volunteers do not have the time to do all the online
work that is far too complex."

"Training is a big failure in recent times. What we need is an RFS training Centre
of excellence."

Equipment; in many instances it does not meet user needs and is unavailable or
there was a limited budget allocation and the funding has been spent.

PPC/PPE,; difficult to access and not in stock. Outstanding orders for PPC and
PPE in fire season.

Sheds / stations; existing stations / sheds now mostly owned by the state, yet
QFD devolves most maintenance or repair to brigade. New station builds being
organised by QBuild instead of brigade which is leading to cost blow outs,
extended construction time and difficulty finding suppliers who want to work with
QBuild. Previous builds were managed by brigades using local suppliers and
getting good value for money. (My own brigade had our shed bulldozed in March
2017 to make way for a new highway and we are still squatting in a tin shed with
a crusher dust floor and a porta potty. We have 3 trucks, are very active and
have multiple female firefighters all using the one porta potty. The fire service
has been studiously working for 8 years next month on a solution.)

Recruitment and retention; the mantra is all about new people being fed into
the machine as this is measurable, retention is not. A one in covering one out
policy does not give the same geographic coverage where we lose a person
from Wallumbilla but recruit one in Buderim. The loss of local knowledge is also
a killer in a place based fire service. When the A/Chief Officer sent out the email
of 14/02/2025 to all of RFSQ stating that — “The RFSQ Volunteering and Culture
team have reduced the processing time for onboarding volunteers. Prior to the
end of the calendar year, there were 77 applications outstanding to be
processed. This has now been reduced to zero with approximately 12
applications coming into the team for finalisation on a weekly basis.” This created
a number of phone calls to the RFBAQ from 15t Officers saying that they still had
outstanding applications, some over 4 months old. Emails like that with obviously
incorrect information again distances brigades from Kedron.

Below are some quotes from brigade members regarding Recruitment and retention
(drawn from a RFSQ 2023 series of engagement sessions)

"Keeping members is hard - too much bureaucracy. Red tape is a big issue.
Losing members due to Blue Card red tape.”

"Blue Card is killing Brigades. We are losing members because they do not want
the hassle of getting one."

"Challenges getting new members and when we do get them the bureaucracy
drives them away."

"Less people on the land - smaller brigades - need help with recruiting volunteers
from the land."

Finances; a new, untried system that was imposed on brigades without need by
a group of people trying to achieve control over something that was in the vast

majority of cases operating well and transparently. This was done against the
warnings of SN = N
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e Local Knowledge and Autonomy and operations; highlights the importance of
local autonomy, decision-making, and the need for staff who understand local
conditions and respect the knowledge of rural fire brigade members. Paid staff
move around and as we don’t have a large fire season each year, when we do
get a season, it will be their 15t experience in that locality. This means that they
are learning, whereas local live there and have their locally learnt generational
knowledge relating to fire / flood behaviour in the local topography. The new
legislation clearly defines for the 15t time the difference between a Rural Incident
and an Incident.

Below are some quotes from brigade members regarding Local Knowledge and
Autonomy (drawn from a RFSQ 2023 series of engagement sessions)

e "RFS is far too Brisbane-centric. Decisions should be locally led and locally

resolved.”
e "We need our own command structure with people who come from a rural
background and understand bushfires and volunteers."

These are direct drivers towards the general unhappiness in Rural Fire in Queensland
and to try and tackle each individually or as community of interest topics will not
address the underlying core problem of bad structure, leadership that does not
understand or relate to community based volunteering, non-empowering legislation, no
assured funding stream and disempowerment of the person who provides and
emergency service for free at no small personal cost.
Brigades are change fatigued, commencing another round of engagement by people in
unforms flying up from Brisbane trying to ascertain what the problems are is just going
to antagonise them more. There is however much good will for the new Gvt and
Minister. (In conjunction with this | would like to bring up the Malone Review and how
much brigades appreciated Ted and his honesty and genuine care for brigade members
and empowering communities.) Is there a way we can utilise this good will to engage
with brigades in a way that would give them confidence without uniforms / Kedron
managing the program.

ENDS

The above material reflects my experiences during my involvement in 3
emergency services over 35 years, and a collection of opinions and
experiences | have gathered from hundreds of volunteers, and | believe
describes the monumental obstacles and issues that inhibit volunteering
and impel volunteers to reject serving any longer.

| also hope the documents regarding “Cost of Volunteering”, the “Volunteer
Respect Act proposal”, along with the collection of statements from the
anonymous volunteers that provided a vast compilation of problems that
they have had to overcome to continue in their respective service provides
the Committee with the information to lay a foundation that will result in
volunteer services that satisfies the volunteer’s needs and the people of
Queensland.

| would like to thank the Committee for the opportunity to make submission
to you and | hope my efforts will assist you to make improvements to
volunteering outcomes in all spheres that it occurs.
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My Service and Qualifications.

SES 22 years. 12 years as Local Controller. 1989-2011 Awarded SES
Meritorious Medal.

RFS 35 years. 33 years as First Officer.1989-2025 to current. Awarded the
Australian Fire Service Medal, Diligent and Ethical Service Medal, 1% and
2nd Clasp to National Medal, National Emergency Medal.

QAS First Responder 11 years, 2012- 2023. Qld Amb Svc Officer of the
Year 2017. Awarded Qld Ambulance Service Medal.

Note, the above service periods were con-current service in the respective
service as shown according to the dates above.

lan K. Swadling AFSM
24 February 2025.



















































e Some agencies were more prepared than others to engage in follow-up of volunteers who had received
survey forms.

e Inactive members would be expected to be less likely to respond to the survey than active members.
In this respect Surf Life Saving Australia (SLSA) was found to be at a disadvantage compared with most
other agencies, having a higher proportion of inactive members.

Other characteristics of the sample generally reflect that of the original distribution. It was considered that
volunteering costs would vary significantly according to whether the volunteer was associated with a response
organisation or a recovery organisation. Response organisations deal directly with an emergency situation,
while recovery organisations provide support and deal with the aftermath of an emergency. In this respect,
76% of questionnaires were distributed to response organisations and 24% to recovery organisations. Of the
702 respondents, 80% were from response organisations and 20% from recovery organisations.

It was also thought that costs could vary according to whether the volunteering activity was in a metropolitan,
a rural or a remote location. Some 46% of survey forms were to be distributed in metropolitan locations,
40% in rural locations and 14% in remote locations. Among the 702 respondents, some 44% of forms were
received from metropolitan locations, 43% from rural locations and 13% from remote locations.

Therefore although the sample has a different individual agency distribution than was originally intended, the
responses generally reflect the original distribution according to both agency type and location.
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Although it is not within the scope of this research to examine issues in relation to retention, such issues are
important determinants of the future of emergency service volunteering and community welfare in general, as
noted by Bittman and Fisher:

Indeed, lack of access to sufficient equipment and training for voluntary workers,
excessive demands from the fire services that created a work-life imbalance for
volunteers, lack of recognition and time wasting have contributed to many volunteer
fire fighters leaving the system, which may potentially leave some areas vulnerable. 23

23 Bittman, M. and Fisher, K. op cit, p15
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The ‘mutual obligation’ principle employed by the Federal Government in relation to unemployment and other
welfare payments could be applied in ‘reverse’ to volunteers; ie where governments are heavily reliant upon
volunteers for the provision of emergency management services. This donation of time and resources could
be treated in the same way as donations of money to charitable organisations, and a tax break provided to
an agreed amount, or a reduction of fees and charges (eg motor vehicle registration, telephone line rental,
property taxes).*?

We cannot tell from this study whether the costs of volunteering present a barrier to volunteering among
those who are currently not volunteers. However, what is clear from the current study is that the willingness
of respondents to bear such costs as part of their volunteer commitment overrides the potential impacts of
such costs on the level of volunteering. Nevertheless, the 13% of respondents who said that the costs of
volunteering currently inhibits their doing further volunteering should be a cause for concern. This is a sign
that the current system is very dependent upon the goodwill of volunteers. The limits of this goodwill are
unknown, which makes it all the more important that government closely assesses the kind of costs outlined
here and provides suitable reimbursement to volunteers that covers basic costs (eg. uniforms, petrol, travel,
training) to enable them to continue to provide their invaluable time to serve their communities.

42 jpjg, p21
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