
Code of Conduct



Our Mission
Our mission is to plan and manage Western Australia’s State 
lands and facilitate the development of sustainable regional 
communities so they have a sense of purpose and control over 
their future.  

Our Vision
Our vision is well-managed State lands and strong vibrant 
communities that build and deliver opportunities, facilities and 
services appropriate to their people.

The RDL way is to 
• be professional in everything we do

• act with confidence and courage

•	 connect with our colleagues, customers and the community

• show and value appreciation
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From the Director General
Welcome to the Department of Regional Development and Lands.

In the course of your work as an employee of the department 
you may interact with industry and community groups and 

representatives.  Your work and the decisions that you make may 
have a lasting impact on the welfare, rights and entitlements of 

individuals, or the wider community.  

It is therefore essential that you act with integrity at all times.  You need to 
be aware of your legal and ethical responsibilities in carrying out your official 

duties and understand the values, principles and standards of behaviour 
expected of you. 

Our Code of Conduct offers practical guidance and direction to help you deal with ethical 
issues, to ensure you act with integrity and treat colleagues and the community we serve 
fairly, lawfully and with respect. 

If you have any questions or are unsure about the expected standards of behaviour always 
seek advice before you act.  You can speak to your line manager or a senior manager.  You can 
also contact the Human Resources branch for clarification or interpretation of the code. 

I hope that you find your time with our department to be a challenging and rewarding 
experience and I look forward to working with you.

Paul Rosair 

Director General 
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WA PUBLIC SECTOR CODE OF ETHICS
The WA Public Sector Code of Ethics sets out minimum standards of conduct and integrity with 
which all public sector bodies and employees must comply.

It applies to all public sector employees, including the Director General, chief employees and 
ministerial staff, and public sector bodies covered by the Public Sector Management Act 1994, 
which may include boards and committees established under their own legislation. All public 
sector employees must observe the Code of Ethics and their agency’s code of conduct.

The standards of conduct and integrity with which all public sector employees are expected 
to comply are expressed in the following principles.

Personal integrity:
We act with care and diligence and make decisions that are honest, fair, impartial, timely and 
consider all relevant information.

Relationships with others:
We treat people with respect, courtesy and sensitivity and recognise their interests, rights, 
safety and welfare.

Accountability:
We use the resources of the State in a responsible and accountable manner that ensures the 
efficient, effective and appropriate use of human, natural, financial and physical resources, 
property and information.
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WHO DOES THE CODE APPLY TO?
The code covers all employees of the department, however appointed, whether permanent 
or temporary.  It also binds secondees from another public sector agency or private sector 
company.

If you have responsibility for managing or supervising people, you must: 

• ensure all employees, contractors and consultants have access to all information including 
this code, policies, procedures and rules required to carry out their work diligently;

• lead by example;

• promote the highest standards of professional behaviour;

• model the corporate values and expect your staff to demonstrate behaviours aligned 
with those values;

• ensure you do not permit or encourage any employee to act in breach of the code; and

• provide advice and assistance to employees wherever necessary.

BREACHES OF THE CODE
The code sets out the minimum standards of acceptable conduct expected of employees of the 
department.  An employee who:

• disobeys or disregards a lawful order;

• contravenes any provision of the Public Sector Management Act 1994 applicable to that 
officer, any public sector standard or code of ethics or this code; and

• commits an act of misconduct or is negligent or careless in the performance of his or her 
functions.

may have committed a breach of discipline.

Depending on the breach, the consequences may have a serious and lasting impact on you. 
Penalties may range from a reprimand, through to the termination of your employment.  
Alleged misconduct that could be corrupt or criminal must be reported to the Corruption and 
Crime Commission or the police. 

The code applies to all employees equally. If you observe an obvious breach of the code, or 
you feel compromised in some way, you should contact your immediate line manager and 
seek assistance and guidance on what action to take.  In some circumstances it may be more 
appropriate to take the matter to a senior manager, including the Director General. 
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A guide to ethical decision-making 
Ethics are the values and principles that we use to help us decide whether our actions are right 
or wrong. 

From time to time you may face a situation in the workplace that requires an ethical judgement. 
Generally the judgement is posed as a dilemma: Should I do this? Should I not do that? If I were 
to do that would the consequences be? 

So how do you make the right decision? When faced with an ethical dilemma, you may find 
the following questions can guide you to ensure your behaviour meets the required standards. 

Identify and assess the situation 
• What are the facts? What are the consequences?

• Who is involved?

• Are there legal issues to be considered? and

• Is there any act or law which governs what I am required to do, or not do in this situation?

Seek guidance 
• Consider our values and their intent;

• Does our Code of Conduct or the Public Sector Code of Ethics require you to behave in a 
certain way?

• Is there a relevant guideline or policy? and

• Should you discuss the appropriate 
behaviour or course of action with 
your manager or Human Resources?
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Reflect 
• Would I be happy for my actions to be open to public scrutiny?

• What will doing this do to my character or the character of my organisation?

• What would happen if everybody took this course of action or behaved in this way?

• What would it be like to be on the receiving end of my decision?

• What would I do if this were my money, my time or my equipment?

• Can I justify this, and to whom? and

• Do I need more facts, guidance, or assessment?

Choose your course of action 
• Your choice of action must be within legislation, policies and guidelines;

• Your behaviour must support public sector standards and guidelines;

• You must be able to justify your choice of action; and

It is impossible for our Code of Conduct to cover every eventuality. Assistance, guidance and 
interpretation on any matter relating to this code are available from your line manager.  You 
can also contact your Human Resources consultant for clarification or interpretation of the 
code. If you are unsure, always seek advice before you act. 
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Personal behaviour 
Under section 9 of the Public Sector Management Act 1994, all public sector employees are 
required to exercise proper courtesy, consideration and sensitivity in their dealings with 
members of the public and employees.

The WA Public Sector Code of Ethics requires that we treat people with respect, courtesy and 
sensitivity and recognise their interests, rights, safety and welfare.

CUSTOMER SERVICE
Whatever your role in the department, customers are at the heart of our business.  You must 
be professional and effective in the delivery of services and responsive and flexible in the way 
you administer entitlements or provide services wherever possible. 

You must be responsive to the needs of the community, treating people with courtesy and 
sensitivity to their rights and aspirations. Where appropriate, the community should be 
involved in decision-making which may affect their lives. You must consider the equality 
of access for all customers. For example, you may need to adjust your approach when you 
are dealing with members of the community who are from different linguistic and cultural 
backgrounds. 

ACCEPTABLE WORKPLACE BEHAVIOUR

Bullying and harassment
The department is committed to providing and maintaining a harmonious and professional 
work environment that is free from harassment and conflict. As part of this commitment, 
unacceptable behaviour including workplace bullying, harassment or discrimination will not 
be tolerated under any circumstances.  

We all have a duty to carefully consider our own behaviour and its possible effects on others. 
We have a responsibility to foster a work environment free from harassment, discrimination 
and bullying by refusing to participate in or condone behaviour that may discriminate against 
others or that may result in employees being subjected to treatment that is hostile and 
unprofessional.  
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Unacceptable behaviour can include: 

• bullying and intimidation;

• excessive swearing;

• interfering with work space or equipment;

• bigoted jokes and comments;

• personal habits designed to annoy;

• joking at the expense of others; and

• spreading gossip and rumours intended to upset and offend

• bearing grudges.

Bullying is a particularly insidious form of unacceptable conduct and is often indirect and 
difficult to identify. It is controlling behaviour that is subtle, hidden from view and hard to 
prove. 

Dealing with unacceptable workplace behaviour
If unacceptable behaviour occurs at work, managers have a responsibility to identify the 
behaviour, direct the employee to the requirements of our Code of Conduct, and provide 
counselling.  If the behaviour continues, disciplinary action may be necessary. 

Wherever possible and where appropriate it is always preferable to resolve workplace issues 
involving inappropriate behaviour informally, promptly and at the lowest possible level. It may 
be that an individual is unaware that his or her behaviour is unacceptable, and all efforts to 
deal with the issue or behaviour in an open and honest manner should be made. This assists 
in maintaining good working relationships and a positive work environment for all involved.   

However, where the matter is serious, sensitive or complex, or where an informal approach 
has not resolved the matter to your satisfaction, a formal grievance resolution process is more 
appropriate.  

The Human Resources branch can offer advice and support to staff and managers in dealing 
with these situations.
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EQUITY AND DIVERSITY

Equal opportunity
The Equal Opportunity Act 1984 ensures that every person in Western Australia is given a 
fair chance to realise their full potential. You must not discriminate on the grounds of race, 
sex, marital status, pregnancy, impairment, religious or political conviction, age, family 
responsibility or family status, gender history, or sexual orientation. Your obligations under 
the Act apply to all your dealings with colleagues and customers. All employees have a 
responsibility to ensure a workplace free of discrimination. 

Public Sector Standards in Human Resource Management
The Public Sector Standards in Human Resource Management 2001 set out the minimum 
standards with which the department must comply under section 8 of the Public Sector 
Management Act 1994 to provide for equity, integrity and efficiency in human resource 
management. 

The standards cover recruitment, selection 
and appointment, transfers, secondments, 
performance management, redeployment, 
discipline, termination, temporary 
deployment and grievances.

If you believe there has been a breach 
of the standards, you have the right to 
lodge a complaint.  The Public Sector 
Management (Breaches of Public 
Sector Standards) Regulations 
2005 provide for an equitable 
and independent review 
of alleged breaches of 
standards.
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SAFETY AND HEALTH IN THE WORKPLACE 
Under the Occupational Safety and Health Act 1984 the department has a duty to provide and 
maintain, as far as practicable, a working environment where employees are not exposed to 
health risks and hazards.

Each of us must also take reasonable care to protect our own health and safety and that of our 
colleagues. You must report unsafe conditions, accidents and injuries, and cooperate with and 
participate in, all programs designed to make the working environment safer and healthier. 

Please contact Human Resources for more information.

Alcohol and drugs 
The use of alcohol and drugs either in the workplace or before starting work can adversely 
impact on the workplace in a variety of ways, including a decrease in work performance and 
productivity, damage to plant and equipment and an increase in the risk of injury or accident.  

You must not be in a departmental building or motor vehicle owned or leased by the department 
while you are intoxicated by alcohol or drugs.  Without the permission of your manager, you 
must not have in your possession, nor may you consume, any intoxicating liquor or deleterious 
drug in the workplace or in a departmental building or vehicle. 

You should advise your line manager if you are required to take prescription medication that 
may affect your physical or mental state.

Smoke-free work 
environment

You may not smoke within five metres 
from entrances to government buildings 

and within five metres of air ducts. You 
may not smoke in any departmental vehicle.
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Communication and official information
GOVERNMENT AND MINISTERIAL COMMUNICATION 
Policy and Executive Services in the Office of the Director General provide a coordinating role 
between the department and the Minister’s office. 

In order to ensure an effective and efficient service, there are guidelines on responding to ministerial 
correspondence and parliamentary questions, and writing briefing notes or Cabinet submissions. 

There is also a Communication Agreement that establishes important protocols for communication 
between the department and the minister’s office including which departmental staff may have 
direct communication with the ministerial office.  

A correspondence manual is available to assist with drafting documents to or for the ministerial 
office.

It is generally not appropriate for RDL personnel other than directors to meet with members of 
parliament.  Generally any requests for members of parliament to meet with RDL personnel must 
first be directed through the minister’s office.

If you require further guidance, contact Policy and Executive Services or refer to the department’s 
policies.

COMMUNICATION WITH THE MEDIA 
The Director General has authorised certain employees to make public comment or provide 
information to the media on our policies and activities. 

If you are not authorised to talk to the media, you must not make any comment.  You should inform 
the Corporate and External Affairs and your director immediately of any approach and the nature 
of the questions being asked. 

If you are authorised to communicate with the media, you should provide information that explains 
departmental business and avoids any comment which undermines public confidence in the public 
sector and the government. You should also exercise caution in relation to speaking to the media 
while engaged in activities not related to your official duties, for example, expressing negative 
opinions about the department on talk-back radio.

SOCIAL NETWORKING 
Using departmental assets to access social networking sites is not permitted, unless otherwise 
approved. You should be mindful about any work related content that is published through social 
networking sites, e.g. Facebook and Twitter. Unauthorised, disparaging or inappropriate comments 
may result in disciplinary action being taken.
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COMMUNICATION WITH LOBBYISTS
In order to ensure that contact between lobbyists and government is conducted in accordance 
with public expectations of transparency, integrity and honesty, the Western Australian 
Government has developed the Contact with Lobbyists Code (the code). Under clause 4.1 of the 
code, you must not permit lobbying by a lobbyist who is not listed in the register. 

As required under the code, a Register of Lobbyists has been established. The register provides 
information to the public, as well as the government, on who is engaged in lobbying activities 
and whom lobbyists are representing in their dealings with government., 

Speak to your line manager or director if  you need advice regarding contact with lobbyists.

The full Public Sector Commissioner’s Circular 2009-13 and the Register of Lobbyists is available 
at www.publicsector.wa.gov.au.

Refer to the department’s policy for more information or contact Policy and Executive Services.

CORPORATE IMAGE AND STYLE 
To present to the public a unified, professional public service agency that is accessible, 
customer-focused and contemporary, the department maintains an approved corporate 
style guide for published information. The Brand style guide provides guidelines for the use 
of the department’s logos and other identity elements including colours for use in marketing, 
advertising, promotional material and other publications. 

To enhance our corporate image further, and to retain consistency in all aspects of our 
communications, the department also has a Written style guide on writing and formatting 
letters, emails, internal reports and agendas. These simple guidelines will help you prepare 
documents in the corporate style. 

If you need more guidance or assistance, contact Corporate and External Affairs. 
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Conflicts of interest 
The primary principle of the Code of Ethics is Personal Integrity, which relates to our duty to avoid 
making commitments that may bias our judgement or compromise us in the performance of our 
duties.

In the public sector context, a conflict of interest involves a conflict between public duty and 
personal or private interests.  Conflicts of interest can also be perceived or potential.  The 
perception that a public officer’s private interests could improperly influence their public duty 
can be as important to identify as an actual conflict of interest.  This is because public confidence 
in the integrity of the organisation is vital.

Conflicts of interest can occur quite frequently and are not necessarily unethical or wrong.  
However, it is how they are identified and managed that is important.  If conflict of interest 
situations are not properly identified and managed, they can endanger the integrity of the 
department and can result in corruption in the public service. 

Although managers have a particularly important role in ensuring conflict of interest situations 
are managed appropriately, the identification of conflicts of interest is an individual responsibility.  
In most instances only the officer involved will be aware that a conflict of interest may exist, 
therefore the responsibility for identifying and declaring rests with the individual. 

You must formally advise your line manager of an actual or potential conflict of interest and of 
any change in their circumstances at the earliest possible opportunity.

Once a possible conflict is disclosed, it is the responsibility of managers to decide whether there 
is, or could be, a conflict of interest, decide on appropriate management strategies and record 
the action to be undertaken.  In all cases where a conflict of interest is identified, both it and the 
management strategy must be formally disclosed and recorded.

Employees who fail to take adequate steps to disclose conflicts of interest may be guilty of 
misconduct and may be liable for prosecution and discipline under the Criminal Code, Public 
Sector Management Act, or other legislation. 

A conflict of interest may come in many forms, including accepting gifts or hospitality, vested 
interest or outside employment.  

In particular, if you wish to work outside of the department you must obtain the approval of the 
Director General in accordance with the Public Sector Management Act 1994.  

Outside work may include salaried employment, running a business, maintaining a professional 
practice or consultancy and being a director of an organisation and voluntary activities.

Our Conflict of Interest policy and guidelines provides more information. 
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Fraudulent and corrupt behaviour 
WHAT IS FRAUD AND CORRUPTION?
Fraud, in a general sense, is any practice that involves deceit or other dishonest means by 
which a benefit is obtained from the government.  In practice it can take many forms including: 

• misappropriation of funds;

• theft of government assets, including information;

• using significant time at work for private purposes;

• taking unrecorded leave;

• obtaining employment under false pretences by falsely claiming to have the required 
qualifications;

• substituting new goods with old;

• using public sector equipment for private business; and

• using a government vehicle for private purposes without the proper approval. 

Corruption is generally any conduct where, in return for some benefit, a person does or 
neglects to do an act in contravention of his or her public duties. It can also involve behaviour 
where there is no overt benefit provided or a benefit is provided to another person. 

The intangible costs of fraud and corruption are significant. Behaviour of this sort in the public 
sector can reduce public confidence in its performance, which will reduce the effectiveness of 
agencies. It can also affect morale, disrupt work and interfere with the private lives of those 
who are innocent. 

Corrupt or fraudulent behaviour on the part of an employee may result in a disciplinary 
process, dismissal or even criminal charges. 
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PREVENTION AND DISCLOSURE
Every employee has a responsibility not to act corruptly or fraudulently, to actively prevent 
and detect potential fraud, and to immediately report any evidence of corrupt or fraudulent 
activity. The Western Australian Public Sector Code of Ethics requires all public sector 
employees to disclose fraud and all other criminal conduct. 

The department aims to prevent and detect fraudulent and corrupt behaviour in a variety of 
ways including requiring all staff to attend accountable and ethical decision making training, 
audits to identify any business or system weaknesses and the implementation of strategies to 
address those risks.  

The Director General has a responsibility to report any matter that he suspects, on reasonable 
grounds, concerns or may concern misconduct, and that is of relevance to him in his official 
capacity to the Corruption and Crime Commission of Western Australia, in accordance with 
the Corruption and Crime Commission Act 2003.  Should you observe or become aware of 
corrupt or fraudulent behaviour you should immediately raise it with your line manager or 
director.

The Public Interest Disclosure Act 2003 provides a mechanism for the disclosure of matters of 
public interest by providing protection for employees and others reporting corrupt, unlawful 
or improper behaviour. The Human Resources Manager is the nominated Public Interest 
Disclosure Officer for our department. 
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Use of public resources
PURCHASING AND FINANCIAL RESPONSIBILITY 
If you are responsible and accountable for handling public monies and other financial matters 
you must act responsibly, with diligence and probity.  You should be aware of your obligations 
in managing department resources and the penalties that may accrue under the Public Sector 
Management Act, Financial Management Act and other Acts for unlawful conduct. 

You must retain adequate receipts and documentation to support the reasons for money spent 
and received. The Office of the Auditor General (OAG) is responsible to the parliament as a 
watchdog for public money and you are required to comply with any instruction or guidance of 
the OAG and any other body authorised to oversee the management of department resources. 

If you are accountable for purchasing decisions, or if you have influence over a decision, you 
have a responsibility to behave honestly, obtain best value for money and be accountable. The 
department requires employees to be perceived by suppliers as fair and trustworthy people 
who conduct business with integrity. 

If you have been approved to hold a corporate credit card, you must make yourself aware of 
the State Government credit card procedures and what you can use your purchasing card for.  
You must keep the card safe at all times.
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USE OF PHYSICAL ASSETS 
Departmental physical resources such as vehicles, mobile phones, photocopiers, computers 
and stationery are provided for work-related use.  You must minimise costs, avoid waste, 
protect physical assets from damage or theft and be accountable for their use. 

You must gain express permission to borrow, remove or use any asset (physical resource) for 
private use. Department assets must not be used for personal gain or profit. For example, it is 
not acceptable to use a department laptop to run a small business for personal gain. 

Mobile phones are provided to assist officers complete their duties.  As a general rule they are 
for business use. Personal calls should be restricted to reasonable circumstances. 

Department vehicles are for official work-related business.  If you home-garage a vehicle 
you should ensure that it is available for pooling during normal office hours.  You should act 
responsibly, drive safely and courteously, and ensure the vehicle is secure at all times. The 
driver of a department vehicle is liable for any parking or traffic fines.  

Any damage or loss of department property must be reported immediately. 

USE OF EMAIL 
You must not use your official department email address in a manner likely to bring discredit to 
the department or the public service.  In particular, you should not nominate your department 
email address as a contact address for private use.

Staff, contractors and board members must treat email messages as department records. 
They are subject to the Record Keeping Plan and the provisions of the Freedom of Information 
Act 1992.
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INTERNET ACCESS 
Online services such as internet, intranet and discussion groups are provided to all department 
staff and contractors.  It is recognised that, on occasion, you may use the internet for personal 
purposes, such as accessing online banking during your lunch hour. In such circumstances, 
you should ensure that you keep your access to a reasonable level.   

The department also recognises the possibility of you accessing inappropriate sites by 
accident. It is important that such access be notified to Information Services. This will allow 
these sites to be added to blocking software to ensure that they are not generally available. 

Inappropriate use of the internet, such as viewing pornography or circumventing sites that the 
department has blocked, is unacceptable and access can be revoked or disciplinary action taken. 

TRAVEL AND FREQUENT FLYER POINTS 
Before undertaking any official travel, you must obtain the appropriate authorisation.  The 
department Travel Policy and associated guidelines provide you with guidance on the matter.  

Any frequent flyer points allocated to you through travelling on departmental business must not 
be applied for personal gain, to upgrade a ticket, claim free travel or for any other personal use. 
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CORPORATE HOSPITALITY 
Spending public funds on entertainment and hospitality must always be undertaken with 
the utmost care.  You must obtain the approval of your director before any event involving 
corporate hospitality. 

The level of entertainment or hospitality provided should be appropriate to both the employee’s 
position and the purpose of the occasion.  Working meals should generally only be provided 
when a full day’s meeting has been scheduled and there are cost advantages in continuing the 
meeting through the meal break.  They should not involve alcohol. 

The Public Sector Commissioner’s Circular 2009-18 provides guidelines on the appropriate 
level of hospitality.
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SECURITY PROTOCOLS
Security protocols exist to protect employees, the department’s physical assets and 
information. All of us must participate equally in maintaining good security practices. 

To protect systems and information, you must follow good security practices in the selection, 
use and changing of passwords. Select passwords that cannot be easily guessed or broken. Do 
not disclose your passwords to anyone else or attempt to discover the passwords of others. 
If you have any reason to suspect that security systems have been breached or passwords 
misused report this immediately to the Information Services Manager. 

You should also ensure you are aware of your responsibilities in relation to building access 
requirements and asset security. If you are issued with access cards or other security passes 
you must maintain safe custody of them at all times. Do not lend your card or pass to another 
person.  By doing so you may unwittingly place yourself under suspicion should any incident 
be investigated.  Report any lost card or pass immediately. 

You must also ensure that you keep any assets secure at all times. This particularly relates to 
portable and attractive items (e.g. mobile phones or laptops) and also applies if those items are 
carried in department fleet vehicles. 

INTELLECTUAL PROPERTY 
Intellectual property relates to intangible matters of value such as ideas, concepts, printed 
and electronic information. The intellectual property of the department is an asset with the 
same or similar rights as physical assets. 

If you create a product or service in the course of your employment, the copyright and other 
intellectual property rights are vested in the department unless explicitly agreed otherwise.  
For example, if you design a computer program as part of your employment duties, generally 
ownership of those intellectual property rights is vested in the department and you are not 
permitted to sell them to another.  You must not appropriate, misuse or exploit department 
intellectual property.  This also extends to include deliberately copying written and electronic 
information for improper use. 
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Record keeping and use of information
CONFIDENTIALITY OF OFFICIAL INFORMATION
A person or group providing confidential information to the department has a right for it to 
remain confidential.  You must not disclose personal or commercially confidential information 
to another person, or access that information unless it is directly related to the carrying out of 
your duties and proper authorisation has been given.

For example, if you have access to personal details of a member of the public, you must not 
access that information or provide that information to any other person, unless it is in the 
course of your official duties. The consequences of doing so can range from a reprimand 
through to dismissal. 

Likewise, if you are a member of a selection panel, you have an obligation to treat both 
the selection process and the information in the relevant files with the utmost regard for 
confidentiality. 

When you leave the department or the public sector, you must continue to respect the 
confidentiality of information gained during your employment. Any information gained in the 
course of your employment must not be used for personal or commercial gain. 
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RECORD KEEPING 
All of us, in the course of our duties, create records. Whether the record is an electronic 
document, or a paper-based record, the State Records Act 2000 requires that we manage those 
records appropriately, through our Record Keeping Plan. 

We all have an obligation to ensure that any records we create are held securely, and that all 
information is accurate and current. As government employees, we need to show evidence of 
our business activities and decisions. Records must be kept and disposed of in accordance 
with the Record Keeping Plan, which includes specific retention and disposal schedules. All 
employees are required to undergo training to ensure they understand the requirements of 
the Act and their obligations.

FREEDOM OF INFORMATION
The Western Australian Freedom of Information Act 1992 (the FOI Act) created a right of public 
access to documents and information held by State and local government agencies, that are 
not routinely available. You should ensure that you only record facts and defensible comments 
in departmental files and not make any personal, subjective or otherwise inappropriate 
comment. 

The reasons for, and basis on which decisions are made, especially ones involving the exercise 
of a formal function or power should be documented and retained in the department’s records.

For more information regarding your responsibilities related to recordkeeping contact the 
Freedom of Information Officer or the Information Services Manager. 
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Legislation, policies, procedures and guidelines 
Legislation and other laws, policies and procedures affecting employee behaviour at work 
include: 

Internal policies
Corporate policies can be accessed through the electronic records management system.

All personnel-related policies are found in the 00180-2010 (Objective) file.

Other codes and standards
Public Sector Code of Ethics www.opssc.wa.gov.au

Public Sector Standards in Human Resource Management www.opssc.wa.gov.au 

The Contact with Lobbyists Code secure.dpc.wa.gov.au/lobbyistsregister/ 
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Legislation
Available at www.slp.wa.gov.au under “Online Publications” 

Auditor General Act 2006

Corruption and Crime Commission Act 2003

Criminal Code

Disability Services Act 1993

Equal Opportunity Act 1984 

Electoral Act 1907 (in relation to conflicts of interest)

Financial Management Act 2006

Freedom of Information Act 1992

Industrial Relations Act 1979

Occupational Safety and Health Act 1984

Public Interest Disclosure Act 2003

Public Sector Management Act 1994

State Records Act 2000 

Workers Compensation and Injury Management Act 1981

State Supply Commission Act 1991

Regulations, circulars and instructions
Administrative Instructions and Approved Procedures  
www.publicsector.wa.gov.au/services/employingpeople/pages/default.aspx

Department of Commerce Circulars  

Financial Management Regulations www.dtf.wa.gov.au

Premier’s Circulars www.dpc.wa.gov.au

Public Sector Commissioner’s Circulars www.publicsector.wa.gov.au/Pages/PSCCirculars.aspx

Treasurer’s Instructions www.dtf.wa.gov.au





Department of Regional Development and Lands

Visit: www.rdl.wa.gov.au
Email: info@rdl.wa.gov.au
Telephone: 08 6552 4400
Country calls, free call: 1800 735 784

Street address:
Level 2, Gordon Stephenson House 
140 William Street 
Perth WA 6000




