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1 Executive Summary 
 Introduction 

OCM were engaged by the Environment, Planning and Sustainable Development Directorate (the Directorate 

or EPSDD) of the ACT Government to undertake an internal audit of Conflict of Interest (COI) management.  

The purpose of the internal audit was to establish a baseline of the Directorate’s maturity with respect to the 

administration and management of COI, including the identification of business improvement opportunities 

and related risks.  

Specifically, the internal audit considered the workforce’s understanding of the process to identify, declare, 

record and manage COI, the Directorate’s level of compliance with applicable legislative frameworks and 

whole-of-government policy and the effectiveness of internal management controls following the 

identification of a potential, perceived or actual COI.   

Further information in relation to the extent of the procedures performed and the scope of our engagement is 

detailed in Appendix B and the Inherent Limitations and Restrictions of Use Statement in Appendix F. 

 Background 

All ACT Public Service employees are required to comply with the Public Sector Management Act 1994 (PSM 

Act), the ACT Public Service Code of Conduct, the ACT Integrity Policy and Public Sector Management 

(PSM) Standards 2016.  

The primary obligation of employees regarding conflicts of interest is set out in s 9 of the Public Sector 

Management Act 1994. Relevantly, s 9(1) provides that:  

(1) A public servant must –  

(a) take all reasonable steps to avoid a conflict of interest; and  

(b) declare or manage a conflict of interest that cannot reasonably be avoided.  

These principles apply to anyone engaged to deliver government programs and services, whether for 

remuneration or not.  

The Directorate Conflicts of Interest register and Fact Sheet are currently maintained by the Directorate’s 

People and Capability Branch. 

 Good Practices Observed  

During the internal audit, evidence of good practices in conflict-of-interest management were observed during 

interviews and via survey responses, which included:  

• A high degree of general awareness across the Directorate of the ethical requirements to identify 

relationships and circumstances which could present a COI, particularly in relation to procurement and 

recruitment panel involvement. 

• High level awareness and operational strategies for managing local conflicts of interest in business areas 

including:  

▪ Statutory Planning and  

▪ Climate Change and Energy divisions 

• Detailed risk assessment and preparation of action plans in relation to conflicts of interest specific to the 

Statutory Planning division. 
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▪ Whole of ACT government integrity framework documents, including section 5.1 of the ACTPS 

Integrity Policy on COI.  

▪ Internal Directorate (EPSDD) policies and/or procedures and tools including procurement, 

recruitment, secondary employment and gifts and benefits. 

• Provide guidance on how to identify conflict of interest situations specific to the range of Directorate 

workplace activities, except in relation to second jobs, and involvement in recruitment or 

procurement evaluation panels.  

• Provide guidance on the possible strategies to mitigate risks associated with conflicts of interest. 

Discussions with managers indicated that for conflicts arising in relation to recruitment panels, there 

is a perception that the only appropriate strategy is removal from the panel which may not always 

be practical due to the relatively small population of the ACT and the likelihood that candidates will 

be known to appropriate panel members. The following table of outlines potential strategies for 

managing a conflict of interest which could be provided as guidance to staff. 

 

b) Individual work areas have developed their own workplace instructions or informal mechanisms for 

providing guidance on specific circumstances which could give rise to a conflict of interest. For example: 

• In the DA area there is a Work Instruction document on how to deal with COI, however there are 

regular conflict of interest queries regarding how long after a staff member leaves a prior employer 

who is a developer or planning consultant will the potential for conflict of interest expire. It would be 

useful for case study examples to contain guidance on possible time thresholds for such situations. 

• In Climate change there are multiple informal prompts and avenues for procurement related guidance 

on identifying and managing COIs.  

c) The Governance Branch commenced development of a Directorate wide Integrated Governance program 

including an Integrity Framework in 2020. It is being developed with consideration to the ACT Integrity 

Commission objectives. Statutory Planning was provided support to develop an interim integrity 

framework specific to their planning role which will supplement the Directorate wide Integrity Framework 

once complete. Branches will be required to integrate the principles of the EPSDD Integrity framework 

into their specific policies and procedures.  

d) Registering and tracking annual renewal and other updates to Executive Personal Interest declarations and 

associated conflicts of interests was recently established as a process coordinated by People and Capability 
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Informal conversations or requests for advice are routine throughout the Directorate, however there is a 

perception with some staff that the existence of a conflict means that the officer is doing something wrong 

and/or that they should be removed from the situation completely.  

Managers advised that they were not aware of any training which focused on detailed information regarding 

management of conflict of interest on a day to day basis. 

2. Survey and sample testing results 

77 officers across all levels and areas of business were provided with the survey and 29 responses were 

received. Refer Appendix A for survey results.  The responses indicated the following in relation to training 

and awareness: 

• 40% were either aware of how to access the fact sheet but did not fully understand it or were not aware of 

how to access it 

• At commencement 45% did not consider they had been trained on identifying, reporting and/or managing 

conflicts of interest, and 79% responded that they had not been provided with refresher training during the 

past 24 months. 

3. Day to day management practices 

Officers interviewed generally confirmed the results of the survey regarding lack of knowledge of the fact 

sheet, how to access it and inadequate targeted examples relating to vulnerable or high risk areas.  

One manager did recall that an email was circulated regarding the release of the fact sheet, noting that it was 

questionable whether it was read by staff. Another manager, who joined the Directorate in the last 12 months, 

considered that messaging regarding COI and other integrity issues comes through clearly from the Director 

General and filters down through the organisation. 

Several managers advised that they were not aware of the existence of the register having not had to declare 

or manage conflicts of interest within their team. 

Awareness of COI management for specific processes including recruitment, procurement, and interactions 

with community or political/environmental groups was generally high with informal and formal education and 

awareness mechanisms in place. For example, for external committees, community, and other groups there 

were often formal agenda items for raising any relevant interests or conflicts of interest. However, in relation 

to internal business as usual meetings, COI is not routinely raised or documented. 

Similarly, COI is not typically raised during annual or ongoing performance evaluation discussions except in 

some areas as part of forward planning for upcoming projects or work programs. Managers advised that raising 

of potential COI issues through meeting agendas and annual performance discussions could be accommodated 

and useful. 

Managers also advised that they had frequent conversations and provided advice to staff regarding issues 

associated with conflict of interests, which resulted in identification of personal relationships or interests which 

could trigger a declaration and associated strategy to manage the situation, however often there was no record 

made as the threshold for making a declaration was not considered to be met.  

The Statutory Planning division identified that they have developed COI guidance specific to their business 

requirements. The development of the Directorate-wide Integrity framework being undertaken by the 

Governance Branch will assist with the development and review of conflicts of interest policies and 

procedures. 

Overall, there is widespread awareness of the principles and concepts of COI as part of the broader integrity 

framework, but awareness of some of the more detailed elements including identifying specific situations, 

assessing the risk, developing, and monitoring strategies are absent. 

Formal e-learning programs are available but have completion rates not higher than 60% and have limited 

content to address the gaps in awareness highlighted by the survey and discussions with managers. 

Although there have been periodic communications through newsletters and emails regarding COI and 

integrity requirements, more targeted content would be useful to enhance awareness. 
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Appendix A: Report on Survey 

Responses 
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Appendix E: EPSDD Risk Ratings 
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Appendix F: Inherent 

Limitations & Restrictions on 

Use 
This Internal Audit has been completed in accordance with the Institute of Internal Auditors (IIA) International 

Standards for the Professional Practice of Internal Auditing (the IIA Standards). 

The matters raised in our report came to our attention as a result of testing performed during the course of our 

internal audit. Testing is conducted on a sample basis, over a specific period of time, and our report therefore 

provides assurance regarding the operating effectiveness of the actual controls tested. The possibility therefore 

exists that our report may not include all weaknesses that exist to improvements that may be made where these 

relate to controls not tested as part of this internal audit.  

Our internal audit is not a substitute for management’s responsibility to maintain adequate controls over all 

levels of operations and their responsibility to prevent and detect irregularities. Management should therefore 

not rely solely on our report to identify all weaknesses that may exist.  

Our comments should be read in the context of the scope of our work as detailed in the terms of reference. 

Where possible, management representations are independently verified, though some findings in this report 

may have been prepared on the basis of management representations which have not been independently tested.  

Suggestions for improvement should be assessed by management for their full commercial impact before they 

are implemented. This report has been prepared solely for the use of management and should not be quoted in 

whole or in part without our prior written consent. No responsibility to any third party is accepted as the report 

has not been prepared, and is not intended, for any other purpose.   




