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Our people
Motivated, innovative, collaborative, 
accountable, valued, skilled, 
knowledgeable
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We have 

158
employees  

Our people spent over 

17,000
hours or 7% of their 
time on professional 
development 

47%  
of our people are 
from culturally diverse 
backgrounds, well 
above the public 
sector 13.3% average 

6 
financial audit 
graduates started in 
February 2020 

Our highlights...
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Our people
The skills, dedication and enthusiasm of our people are how we deliver quality audit services. We aim to consistently select, retain and develop our 
people to meet the ongoing challenge of an increasing audit program while staying conscious of the State’s economic environment. 

Although the Auditor General is an independent officer of Parliament, the OAG is a public sector entity and is subject to the obligations and constraints 
of the Public Sector Management Act 1994. 

We employ 158 people which equates to 152.75 full time equivalent (FTE) employees. Table 7 shows a decrease in FTE employees this year, 
reflecting the demand for our employees’ skills in the broader public sector and interruption to recruitment activities. While we have recruited a number 
of people for key roles, current travel restrictions have delayed their ability to enter the State and start with us.

Our attrition rate this year was 15% (16% in 2018-19). Twenty-three 
employees left: 8 resigned, 1 retired and 14 transferred to other public 
sector entities. All 23 were given the opportunity to complete an exit 
survey and 8 did so. Of those, 75% said they would consider returning 
to the OAG and 62% said they would recommend the OAG as an 
employer to others. 

Client variety, a strong teamwork environment and the importance of 
the work we do were highlighted as positive aspects of working with us, 
while time and workload pressures were noted as significant areas of 
concern, especially as a result of the recent COVID-19 environment. As 
part of the exit process we also offer confidential conversations with the 
employees to discuss their responses and gain insight into opportunities 
for improvement.

We regularly review our retention strategies and other initiatives 
in our Workforce Plan with a strong emphasis on professional 
development and succession planning. While this enhances our 
recruiting competitiveness and employee retention it also ensures we 
are well placed to promote internally and provide a career path for our 
employees. 

Business unit 2015-16 2016-17 2017-18 2018-19 2019-20

Auditor General 6.00 6.00 5.00 5.00 5.60

Financial Audit 64.88 68.48 73.68 88.48 86.80

Forensic Audit 2.90

Information Systems and 
Performance Audit 16.66 16.60 17.44 20.84 20.55

Performance Audit 14.72 16.55 18.56 19.82 14.00

Technical and Audit Quality* 4.80 4.00 5.00 1.00 na

Technical and Audit Support* 2.00

Business Services 25.21 23.58 25.50 23.10 20.90

Total 132.27 135.21 145.18 158.24 152.75

* Following the successful embedding of audit quality into our operational business 
units, we restructured to create a new business unit that provides technical and audit 
support (page 40).

Table 7: FTE at 30 June for the last 5 years
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Learning and professional development
Our Professional Development Committee, which includes 
representatives from all business units, develops our annual 
professional development program to meet the needs of the OAG and 
the career goals of individuals. The program, approved by Executive, 
is varied, comprehensive and considers a range of topics that come 
from a number of sources including changes to legislative or policy 
frameworks, professional and technical standards boards or directly 
from our people.

Our professional development program is primarily delivered through 
monthly whole-of-office training, which includes technical and non-
technical learning. We source specialist internal and external speakers 
to lead sessions. Cyber security and fraud topics have featured strongly 
this year as key issues across the sector. We have continued our focus 
on local government as we continue to progressively incorporate local 
government entities into our audit program. 

Our long-standing commitment to clear, concise, jargon-free report 
writing is still supported within the office however our regular, intensive 
plain English training has been impacted by travel restrictions. 

This year we reviewed our performance development and review (PDR) process to better 
support managers and employees having meaningful discussions about performance 
and mutual expectations, identifying areas for capability development. As part of the review we 
asked employees for feedback on the current process, looked at the structure and format of the 
PDR forms and conducted training sessions on performance conversations for all levels. 

We will present the enhanced process to Executive in the second half of 2020 for approval. 

Following sign-off we will conduct workshops on the new process from an employee and manager 
perspective and provide training for completing the new PDR forms.

Performance 
development 
and review 

Our internal subject matter experts deliver targeted sessions on specific 
topics and provide specialist or technical guidance. This is of particular 
importance and value to employees undertaking CPA or Chartered 
Accountants Australia and New Zealand (CA ANZ) post graduate 
accounting studies. 

Our status with 2 of the joint accounting bodies continues and as 
a Recognised Employer Partner with CPA Australia our member 
employees have automatic continuing professional development 
recognition. Our status as a Recognised Training Employer with CA 
ANZ offers similar benefits to provisional employee members.

Our learning management system has allowed us to successfully roll 
out a range of regular online training courses to our employees. We 
have more under development, targeting key topics of interest such as 
information security management. 
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Graduate recruitment and support 
Our annual intake of graduates delivers continual growth and future 
sustainability of our workforce. In February 2020, we welcomed 6 
financial audit graduates. Our advertised recruitment program attracted 
98 applicants, with 20 invited for interview. 

Our intensive 5-week induction and training program, the foundation 
of our graduates’ time with us and the building blocks of their audit 
careers, includes: 

• introduction to the OAG and the broader public sector 

• professional behavioural and customer service standards 

• technical and practical auditing 

• legal compliance requirements 

• a 3-week practicum. 

Our support of the graduates continues with a 3-year training program 
of key technical development and mandatory professional accounting 
studies. 

Secondments 

Placements 2015-16 2016-17 2017-18 2018-19 2019-20

Into OAG 4 5 6 7 16

Out of OAG 11 7 9 10 12

Total 15 12 15 17 28

Table 8: Secondments in and out of OAG for the last 5 years

Employees seconded in from other entities benefit the OAG through 
their different perspectives, ideas and suggestions. Seconding 
employees to other entities broadens and increases their experience, 
expertise and skill sets and builds further understanding of the OAG’s 
unique role in the sector. The secondment process is a cost-effective, 
efficient practice as all employees carry acquired skills and knowledge 
back to their home entities. 

Cadetship 
We are developing a cadetship program as 
a feeder into the accounting profession and 
possibly more broadly, to supplement our 
graduate recruitment. The program will offer 
students the opportunity to gain paid work 
experience while completing their undergraduate 
degree. As a training-ground for the sector, 
we see the professional governance skills and 
professionalism we develop in people as attractive 
and transferable to many entities.  

Figure 9: Our 2020 graduates 
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This year we continued our strong liaison with Western Australian 
universities through: 

• targeted sponsorship of business school awards and scholarships at all 
5 universities 

• involvement by the Auditor General at student events 

• placement opportunities for Edith Cowan University cyber security 
students. Exposure to complex information systems environments 
in our Information Systems and Performance Audit and Information 
Technology teams delivers a mutual benefit to us and the students. 

These valuable strategic relationships promote not only the OAG, but the 
broader public sector as a potential employer to high calibre students. 

University liaison program 

Code of Conduct 
Through annual declarations employees acknowledge their 
understanding of, and commitment to, our Code of Conduct and their 
compliance with legislation, internal policies and professional standards 
of conduct. 

Our Code of Conduct specifies appropriate standards of employee 
behaviour determined by the Public Sector Code of Ethics in addition to 
those with direct relevance to our unique role and responsibilities.

In our 2020 Employee Satisfaction Survey employees told us they 
appreciate our recognition and celebration of cultural diversity in 
addition to the value of the work they do, client variety, their colleagues 
and flexibility. Employees were also appreciative of our commitment to, 
and support – both operational and technical – for working from home 
during the recent COVID-19 period. 

Concerns were expressed about employee workload, with comments 
on the growing volume and pace, and communication and consultation 
around change management. While some of the shift and increase in 
workload can be related to the impact of COVID-19, we acknowledge 
the pressures our people experience from a constant audit delivery 
and performance accountability focus – which has only increased with 
local government audit. To manage and minimise the negative impact 
we have changed or implemented additional support processes and 
practices and are continually seeking process efficiencies to reduce 
non-value adding tasks where possible.

To assist with communications and change management we will 
develop a strategic projects calendar for publishing on our intranet. 
The calendar will outline major projects, the impact it will have on our 
operations and key dates. We expect to roll this calendar out in the first 
half of the new financial year. 

Employee survey 

Grievance resolution 
Our expectations about appropriate workplace behaviour are endorsed 
through regular education and awareness training, with support 
resources promoted on the intranet and posters around the office. We 
acknowledge that grievances or disputes can arise in any workplace 
and have a fair and transparent process, including officers trained in 
grievance and complaint resolution.
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Equity and diversity 
Our workforce is culturally and linguistically diverse with approximately 
half of our employees coming from diverse backgrounds. We appreciate 
the value of a diverse organisation and aim to have a workplace that 
includes and respects different gender, race and cultural perspectives, 
and reflects the broad community we serve.

Our graduates and new employees attend workplace behaviour 
and equal employment opportunity training that outlines the OAG’s 
behavioural expectations. 

Equity and diversity 2015-16 
(%)

2016-17 
(%)

2017-18 
(%)

2018-19 
(%) 

2019-20 
(%)

Women 55.15 62.41 57.14 56.00 57.58

Aboriginal 0 0 0 0.59 0.61

People from culturally diverse 
backgrounds 33.83 45.86 54.65 53.84 47.27

People with disabilities 0.74 0 0.62 0.59 2.42

Youth (24 and under) 5.89 6.02 3.72 4.73 4.85

Table 9: Each diversity group as a percentage of our workforce

As an office we celebrate significant cultural events throughout the 
year such as Lunar New Year, Eid and Diwali. All employees are invited 
to attend and contribute to a morning tea and those who personally 
observe the holidays are invited to speak about its meaning and 
importance to them. 

We also recognise important Indigenous events such as National 
Reconciliation Week and NAIDOC Week. During 2019-20, our office 
hosted a NAIDOC event for all Albert Facey House tenants and our 
Business Services employees participated in a cultural awareness 
course, learning more about Aboriginal artefacts and their use. 

Figure 10: Business Services employees participating in Indigenous 
cultural awareness training with Go Cultural

Figure 11: Financial auditors 
and Lunar New Year presenters 
Jocelyn, Michelle and Charmian

Figure 12: Employees at our 
Diwali morning tea 



29     Office of the Auditor General  |  Annual Report 2019-2020

We acknowledge that occupational safety and health (OSH) is a priority 
and we are committed to providing and maintaining a safe and healthy 
work environment. Our employees work in a low risk environment; 
however, we do not take this for granted and all employees receive online 
OSH training. Training completion rates are reported to Executive and 
used to identify areas for further training.

We have designated and trained OSH Safety Officers and all office 
practices comply with our legislative responsibilities under the 
Occupational Safety and Health Act 1984, Workers’ Compensation and 
Injury Management Act 1981 and policy requirements in Western Australia. 

Our induction process for new employees includes information on 
their responsibilities under our OSH and injury management policies. 
Additionally, all documents are on our intranet, including: 

• Occupational Safety and Health policy 

• Management of Ill or Injured Workers policy 

• Working from Home policy 

• Reasonable and Flexible Working Hours policy 

• workers’ compensation guides

• injury management and return to work program 

• incident and accident report forms. 

Day-to-day responsibility for ensuring that workplace facilities, equipment 
and systems do not expose employees to hazards sits with the Business 
Services unit. Our Audit and Risk Management Committee monitors 
trends, maintains awareness of serious issues and monitors timely and 
appropriate risk management. 

Our statement of commitment and performance in 2019-20 on OSH and 
injury management is reported on page 130. 

Occupational safety and health 

OSH assessment  
We assess our OSH management system and processes 
every 5 years. As we conducted the previous assessment 
internally, we engaged an independent assessor for the 
August 2019 review.

The review assessed 5 elements using the Department of 
Mines, Industry Regulation and Safety’s assessment tool:

• management commitment

• planning

• consultation and reporting

• hazard management

• training and supervision.

The review identified areas we could improve the rigour of our 
existing practices. In this key area of employee safety, health 
and welfare we acted immediately to address the 8 hazard 
areas identified and implement the 5 recommendations. 

We also took the opportunity to completely overhaul our OSH 
policies and practices, and OSH manual with specific focus 
on fatigue management for our intrastate travelling auditors 
and fitness for work recognising the serious impact of mental 
health in the workplace. 

The assessment also identified the need to review all OSH 
training for employees and managers which we are currently 
undertaking. 
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As our workforce is highly mobile and the majority of our auditors 
work away from the office, we think it is important to bring all 
employees together during the year. Our office forums provide such an 
opportunity and are held quarterly. At every forum the Auditor General 
communicates strategic initiatives, current or emerging issues and 
accomplishments of different business units.

Due to COVID-19 physical distancing restrictions and most of our 
employees working from home for several months, we held the first 2 
forums of 2020 online via Microsoft Teams. Every year at the first forum 
of the year our financial audit graduates from the previous year present 
on their experience as a graduate cohort. Due to COVID-19 we are yet 
to hear from our 2019 graduates but will once restrictions have been 
lifted.

Office forums 

While 2020 has been problematic for social functions, our social club 
plays a vital role in connecting our employees across all business units. 
It is run by a voluntary employee committee that organises a number of 
events. During 2019-20 the committee hosted a welcome sundowner for 
new graduates, spring breakfast and a Christmas lunch. 

Social club 

Our people are not solely employees and many factors affect their 
lives. Sometimes they need additional assistance or resources to 
help manage external factors that can impact emotional as well as 
physical wellbeing. We support them in these times through our 
employee assistance program. It offers services including independent 
counselling, advice and support for the full range of life issues. To 
ensure full support, we extend the program to immediate families. 

We use our program provider’s annual de-identified reports to 
determine any trends and take actions such as awareness raising, 
health and wellbeing promotion and training. While employees are able 
to raise issues directly with us, our providers’ contact and appointments 
are highly confidential.

Employee assistance program 

Wellness 
Employees spend the majority of their waking hours at work. We want 
to ensure our employees achieve balance through caring for their mind, 
body and spirit so they can lead a full and healthy life. We offer a range 
of wellness initiatives including:

• flu vaccinations 

• ergonomic assessments and an increasing ergonomic accessory 
range, including for a mobile workplace 

• professional ergonomic assessments for special requirements 

• Well at Work e-magazines with strategies, tips, recipes and exercises

• lunch and learn sessions on superannuation and salary sacrifice 
options

• time to provide blood donations.

Figure 13: Some of our auditors initiated ‘Hawaiian shirt Fridays’ on the 
first Friday of every month 
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Impact of COVID-19 
on our people 
In late March we introduced new working arrangements to be ready for a 
major community outbreak and help reduce our employee’s risk of exposure 
to COVID-19. While our remote IT access infrastructure was already 
established for our largely mobile workforce, employees could adjust their 
start and finish times to avoid public transport crowds, be on a team roster to 
alternate between working from home and in the office, and modify their work 
hours to accommodate child care or other arrangements.  

At this time we also stood up our Crisis Management Team. Led by the 
Auditor General and expanded beyond our Executive to include our Director 
Workforce and Development, Chief Information Officer and Manager 
Communications, the team met daily to monitor the evolving situation, and 
make decisions about how we would adapt our work processes and how this 
would impact our people. Employees received an email after each meeting, 
which included key changes, support for employees, stakeholder liaison and 
updates on State and Commonwealth Government advice. 

We supported our people with resources for coping with stress and dealing 
with things out of their control, as we recognised that our employees had 
family and friends affected by job losses, business closures and were 
affected by decisions to close schools. We also provided advice on being 
vigilant for additional cyber-attacks. We relied heavily on new tools (page 43) 
to continue face-to-face meetings and collaboration within our teams.  

Within the office extra cleaning took place and desk wipes and hand 
sanitisers were made readily available. We also reduced capacity in our 
meeting rooms and common areas to meet physical distancing requirements.
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• In 1829, Captain Stirling established the first Board of Counsel and 
Audit in Western Australia with 3 commissioners: the Harbour Master, 
Surveyor-General and Registrar. 

• In 1935, the audit office had 39 employees, and auditors were called 
audit inspectors.

• By 1952, the number of employees had risen to 62.  

• Now the OAG has 158 employees. 

• Over the years the OAG has changed from being a predominately 
male, anglo-celtic workforce to now having over 50% female 
employees and over 45% of employees from culturally diverse 
backgrounds.

190 years – our people
• In 1831, Captain Stirling abolished the 

Board of Counsel and Audit and separated 
its responsibilities into 2 new offices: an 
Auditor’s Office and the Commissioners 
of Crown Lands. One of the former Board 
members, Mark Currie, was appointed as 
the first Colonial Auditor. 

• There have been 19 Auditors General  
over the past 190 years.

• Caroline Spencer was appointed 
the first female Auditor General in 
May 2018. 

• In the Audit Act 1904, it was 
stipulated that the Auditor General 
would retire at 65 years old, unless 
otherwise authorised by the 
Governor. 

• Today, the restriction is Auditors 
General can serve only one 
10 year term – they cannot be 
reappointed as a safeguard to 
their independence to act without 
fear and without favour.

Auditor General 
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Like all West Australians, our employees have adapted to working 
through world crises, from World War I to the current COVID-19 
pandemic. Here are a few words from Auditor General Charles Samuel 
Toppin from 15 November 1915:

‘The war has also been a large but unavoidable factor in the matter 
[impact of continual staffing change on the quality and quantity of 
work performed] during the year, but all honour is due to those who 
have done their duty in joining the Forces. The officers remaining 
have put forward their best efforts to cope with the work, and, 
unfortunately, there has been a good deal of overtime worked without 
extra remuneration, except in some cases payment for tea money 
under certain conditions’. 

Regarding the effects of World War II, and the impact of taking on 
untrained employees, Auditor General Sydney Arnold Taylor wrote:

‘Pre-war the male permanent staff of the Department (including 
myself) consisted of 45 officers. More than half are now servicing in 
His Majesty’s Forces…

Replacements, in the main, have been made by the appointment 
of temporary female clerks with little or no audit training. This 
unavoidable changing in the constitution of the staff has   
necessarily reduced the effectiveness of the audit check’. 

Fear of disease has also been 
evident throughout the years, 
including Auditor General Fred 
Spencer’s mention of typhoid, in 
being unable to attend to checks at 
Southern Cross, but noted this will 
be performed later on.

Auditing through crisis 

“The standard working day included a 15 minute morning tea break. In 
many departments a tea lady served the hot beverages. You paid into 
the tea fund for the ingredients, but the tea lady’s salary was paid by the 
government. The tea lady on each floor was a key person – she knew 
all the gossip around the office and was a fountain of information… 
good and bad!”

“Cash pay envelopes were made up by the pay office fortnightly and 
had to be signed for by each person individually later on Thursday 
morning. You would count your pay in view of the pay office window to 
make sure it was right, before going back to your desks.”

“In the 1970s and 1980s retirement was an option from age 60, but 
compulsory at 65. Many retiring male employees and single female 
secretaries/typists had worked upward of 45 years as a public servant 
with a department. Employee loyalty was ‘the way of the world’ and a 
public service job was considered ‘a job for life’.”

Memories from long-serving 
employees 

O
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of our people
190 years
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