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Our Culture
We are committed to creating a workplace culture where people want to belong. The Department of 
Transport (DoT) has four core values which represent the essence of who we are, what we do and how 
we want to work.

Our Values

We set CLEAR DIRECTION and have the courage to follow through.

• Our formal leaders set clear direction and regularly communicate this to their 
teams, customers and stakeholders.

• We recognise the need and are prepared to step into informal leadership roles.

• Our leaders know when to create space for others and when to provide direction.

• We do our best to deliver what we have committed to.

We work together to deliver EXCELLENT SERVICE.

• We know who our customers and stakeholders are.

• We take the time to listen to customers/stakeholders and understand their needs.

• We work effectively with others to deliver customer/stakeholder outcomes.

• We always seek to engage with the person and not just the issue.

We welcome FRESH THINKING and better ways of working.

• We work together, within teams, across teams and functions and with 
stakeholders to solve problems and get things done.

• We take time to reflect on lessons learnt and find better ways of doing things.

• We take the time to understand and evaluate how new ideas can add value.

• We are open to new ideas and to developing them further when they add value.

• We are solution focused.

We make things happen through our GREAT PEOPLE.

• We bring our passion for life to work.

• We foster the greatness in individual abilities.

• We recognise and celebrate our achievements.

• We believe in what we do.

• We nurture an environment where we can thrive.

Clear Direction

Excellent Service

Fresh Thinking

Great People
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From the Director General
The Department of Transport (DoT) Code of Conduct (the Code) is a helpful guide to assist you in 
determining what is appropriate and acceptable behaviour at work.  It also assists in the management of 
private interests and use of public resources and official information. 

The Code does not cover every possible scenario but is intended to be used as a reference point to 
assist in understanding the principles of integrity, personal accountability and your obligations as a 
Department of Transport employee. I encourage you to read it thoroughly.

  

If you have any questions relating to the Code, you should speak with your Manager or a Senior Manager.  
You can also contact People and Organisational Development (POD) for clarification on 6551 6888 or 
employeeservices@transport.wa.gov.au

I trust all of our Great People will maintain the integrity and credibility of our Department and the wider 
public sector by striving to abide by the Code at all times.

Thank you for your support.

    

    

    Richard Sellers 
    Director General
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Western Australian Public Sector Code of Ethics
The Western Australian Public Sector Code of Ethics  sets out the minimum standards of conduct and 
integrity to be complied with by all public sector employees and is expressed in the following principles:

• Personal Integrity

• Relationships with others

• Accountability

Code of Conduct
The Code sets out the minimum standards of conduct and integrity for all DoT employees.  It is designed 
to serve as a guide to provide practical assistance in addressing the many ethical issues we face in the 
workplace.

All employees are required to abide by the Code, the Code of Ethics, relevant legislation and all DoT 
policies and procedures.  Employees have a duty to familiarise themselves with the Code, understand 
their obligations and to seek clarification or guidance from their Manager or POD.  

While this is not an exhaustive guide, it will ensure that all DoT employees have a reference point for the 
ethical issues that may be encountered.  It also serves as a public demonstration of DoT’s commitment to 
ethical behaviour, professional integrity and accountability when conducting its business.

Upholding the Code
The Code recognises that we can all demonstrate ethical leadership in how we perform our role.  It 
applies to all employees including permanent, fixed term and seconded employees.  It also applies to 
work experience students, trainees and volunteers.

• All employees take personal responsibility to uphold the Code, demonstrate the principles of the 
Code of Ethics by the way they perform their daily duties and always work in the best interests of 
DoT.

• All employees are required to complete online Accountable and Ethical Decision Making (AEDM) 
Training every five years to ensure that they understand the expected standards of behaviour in 
the workplace.
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The Director General and Corporate Executives: 

• Have a duty to visibly demonstrate and uphold the principles and values of the Code of Ethics 
and the Code of Conduct.

• Are to promote an organisational culture that values high ethical standards and behaviour. 

• Openly demonstrate their commitment to ethics by communicating the importance of ethical 
decision-making in the workplace and promoting ethical behaviour in day-to-day actions.

Managers and Team Leaders:

• Have a duty to model and promote the Code.

• Have the ability to guide and encourage their staff by fostering an ethical environment and 
demonstrate this awareness when performing their duties and making decisions.

• Ensure employees understand the Code and any other relevant legislation, policies or other 
information required to satisfactorily perform their duties. 

• Ensure that appropriate development and training is provided to allow employees to perform their 
duties.

What can happen if I breach the Code?
Section 9(a) of the Public Sector Management Act 1994 (the PSM Act) requires that all DoT employees, 
in their actions and behaviours, comply with the Code.  In line with section 80 of the PSM Act, 
contravening any provision of the PSM Act is a breach of discipline.  Therefore, an employee who 
breaches the Code commits a breach of discipline.

Depending on the nature of the breach, the consequences may have a serious and lasting impact on an 
employee.  Penalties may range from a reprimand to termination of employment.  

Please refer to Managing Suspected Breaches of Discipline Policy and Procedures.

What if I see a breach of the Code?
The Code applies to all employees equally.  If employees observe a breach of the Code or feel 
compromised in some way, they have a duty to contact their immediate Manager or the next Manager 
up to seek assistance and guidance.  Employees can also contact POD for advice and support.

What should I do if I am unsure?
Assistance, guidance and interpretation on any matter relating to the Code are available from an 
employee’s Manager.  Employees also contact POD for clarification or interpretation of the Code.

Always seek advice if unsure.
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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: 

• Am I doing the right thing?

• How would others judge my actions?

• How could my actions impact on others?

• Should I discuss this with someone else?

When faced with an ethical dilemma, employees 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?

Seek guidance

• Does the Code or the Code of Ethics require me to behave in a certain way?

• Is there a relevant policy and supporting procedure and guidelines?

• Should I discuss the appropriate behaviour with my Manager or POD?

Reflect

• Would I be happy for my actions to be open to public scrutiny?

• How will my actions impact my character or the reputation of DoT?

• Am I acting in the best interests of DoT?

• 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 my decision or action?  And to whom?

• Do I need more facts, guidance or assessment? 

Choosing 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. 
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1.0   Personal Behaviour
1.1 What is expected of DoT employees?

• We foster and maintain constructive and professional working relationships appreciative of each 
other’s respective roles.

• We treat members of the public, colleagues and managers with courtesy, consideration and 
sensitivity.

• We do not harass, bully or discriminate against members of the public or colleagues.

• We acknowledge our duty to support and promote a diverse, harmonious and safe workplace.

• In dealings with colleagues or clients, we are mindful of cultural diversity in respect to our 
personal behaviour.

1.2 Appropriate behaviour with colleagues

DoT aims to build a cohesive and positive organisational culture by communicating the behaviours 
expected of us at work.

Employees must treat all colleagues and managers respectfully and fairly, giving them the opportunity 
to express their views and opinions on work issues, making allowances for differences in working style, 
respecting their working spaces and avoiding displaying or distributing material or using language that 
may cause offence.

1.3 Appropriate behaviour with customers

Employees may have contact with a range of public and private agencies, organisations and individuals 
with commercial and community interests.  Employees may be required to collaborate with industry and 
community groups and representatives.  In the course of their work, an employee may affect the welfare, 
rights or entitlements of individuals or the wider community.  It is therefore imperative that they act fairly 
and lawfully. 

9



1.4 Dealing with unacceptable workplace behaviour

If behaviour is offensive or unwelcome to a Manager, colleague or customer it is unacceptable behaviour 
and must be stopped.  Examples of unacceptable behaviour include:

Violence or threatening behaviour;

• Bullying and intimidation;

• Swearing;

• Interfering with work space or equipment;

• Offensive jokes and comments;

• Joking at the expense of others;

• Spreading gossip and rumours;

• Bearing grudges; and/or

• Isolation from others.

Violence or threatening behaviour is considered to be particularly serious and may lead to immediate 
suspension. 

If a Manager witnesses unacceptable behaviour at work they have a duty to respond by discussing the 
behaviour with the employee.  

Where an informal approach has not resolved the matter or it is serious, sensitive or complex, the 
disciplinary process may be commenced.  Please refer to the Managing Suspected Breaches of 
Discipline Policy and Procedure.

1.5 Engaging with the community

Employees must be professional and effective in the delivery of services, responsive to customer needs 
and, wherever possible, be flexible in the way you administer entitlements or provide services. 

1.6 Equity and Diversity

DoT employees provide services to customers of varying cultural backgrounds and language capabilities 
as well as individuals with disabilities.  

When delivering or designing our services we all need to be conscious of the needs of people with 
disability and those from ethnic minority groups or those that have other protected characteristics under 
the Equal Opportunity Act 1984. 

If an employee identifies a barrier or an opportunity to improve access it is important that they discuss 
this with their manager.

Cultural awareness training is available to all employees and is compulsory for those who come into 
frequent contact with people from ethnic minority groups and Aboriginal and Torres Strait Islander 
people.

1.7 Procedural Fairness

The principles of natural justice and procedural fairness ensure that:

• everyone is given the opportunity to be heard;

• decisions are made on a factual basis; and

• decisions are made free of bias.
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The principles of natural justice and procedural fairness may apply when a decision is made that 
negatively affects an existing interest of a colleague, client and stakeholder.

The principles of natural justice and procedural fairness are also integral to the Public Sector Standards 
in Human Resource Management (the Standards) which establish a minimum standard of merit, equity 
and probity for specific human resource management activities. These include:

• Employment (applies when filling a vacancy by way of recruitment, selection, secondment, 
transfer and temporary deployment [acting]);

• Performance Management;

• Grievance Resolution;

• Redeployment;

• Termination; and

• Discipline.

1.8 Discrimination and Harassment 

DoT employees have a duty to maintain a work environment free from discrimination and harassment by 
refusing to participate in or condone behaviour that may discriminate against others.

In accordance with the Equal Opportunity Act 1984, it is illegal to discriminate against persons on the 
grounds of: 

• sex;

• marital status;

• pregnancy;

• sexual orientation;

• family responsibility or family status;

• race;

• religious or political conviction;

• impairment; 

• age; and

• gender history. 

If employees believe that they have been discriminated against or have been subject to harassment, they 
should immediately bring this to the attention of their Manager or the next Manager up or discuss the 
matter with POD for advice and support.

Managers and Team Leaders are responsible for ensuring that workplaces are free from all of the above 
forms of discrimination and harassment.
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1.9 Bullying

Under the Occupational Safety and Health Act 1984 (OSH Act), we all have the right to enjoy a safe 
working environment.  Bullying in the workplace is considered a hazard with a high risk of psychological 
and/or physical harm. Bullying may be indirect and difficult to identify.  It may be controlling behaviour that 
is subtle, hidden from view and hard to prove. Bullying can include isolation or exclusion of a person or 
group from normal conversation or work assignments, discounting or denying others’ accomplishments, 
creating a climate of fear by passive aggression and/or inconsistent application of policy and procedures.  

If an employee believes that they are being subjected to bullying behaviour in the workplace, they should 
immediately advise their Manager or next Manager up or contact POD.

A Manager, in consultation with POD, may either decide a Grievance Resolution process or Managing 
Suspected Breaches of Discipline process is appropriate.

1.10 Health and safety

Under the OSH Act, DoT has a duty as an employer to provide and maintain, as far as practicable, a 
working environment where employees are not exposed to health risks and hazards. This is the duty of all 
our people.

DoT employees must take reasonable care to ensure their own health and safety and that of others, 
including colleagues and clients of DoT.  

All DoT employees must follow all OSH procedures, practices and guidelines, report hazards, accidents, 
incidents and injuries and cooperate with and participate in, all programs designed to make the working 
environment safer and healthier.

1.11 Smoking, drugs and alcohol

Smoking is banned in all government vehicles and is also prohibited in buildings or car parking areas.  
Smoking is banned within five metres of any door or entry to buildings and within ten metres of an air 
intake.  Refer to the No Smoking Policy and Procedure  for further information.

The Department has a zero tolerance approach to the consumption of alcohol and drugs in the 
workplace or returning to work following consumption. Employees must familiarise themselves with the 
DoT Alcohol and Drug Policy and Procedure.

1.12 Personal Presentation and Grooming

Our appearance should reflect the professionalism of the Department. Employees should present 
themselves in a manner that promotes a positive image of DoT, having regard to relevant circumstances 
such as their dealings with the public, the functions they perform, occupational safety and health 
requirements, cultural diversity, climatic conditions and hygiene.

Professionalism and safety should be the primary considerations when presenting for work, including on 
approved casual dress days. Managers will provide advice if employees are not meeting expectations. 
Alternatively, Employees should seek guidance if unsure.
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2.0 Communication and Official Information
2.1 What is expected of DoT employees?

• Employees will not disclose or distribute official information or documents acquired in the 
course of their employment with the Department, other than as required by law or where proper 
authorisation is given.

• Only employees authorised by the Director General can give public comment.

• Employees will not use official information for personal or commercial gain, for either our 
associates or ourselves.

2.2 Confidentiality

DoT employees must not disclose personal or commercially confidential information to another person 
nor can you access that information unless it is directly related to the carrying out of your duties.

When employees leave DoT or the public sector, you must continue to respect the confidentiality of 
information gained during their employment. Any information gained in the course of your employment 
must not be used for personal or commercial gain.

Please refer to the Privacy of Client and Employee Information Policy and Guidelines, which can be 
found under the recordkeeping plan and information management policy section.

2.3 Dealing with the media

The Director General has given certain employees authorisation to make public comment or provide 
information to the media on our policies and activities.

Unauthorised employees must not make any comment. If approached by the media they should 
immediately inform their Manager and refer the matter to the Communications Branch.

For further information please refer to the Media Policy and Media Contact Guidelines.

2.4 Social Networking

Any work related comments or content requires approval in the same way that other media material is 
approved by the Communications Branch prior to being published.

Disparaging remarks concerning colleagues or DoT appearing on social media may be considered a 
contravention of the Code and may result in disciplinary action being taken.

For further information please refer to the Media Policy and Media Contact Guidelines.

2.5 Contact with lobbyists

A “lobbyist” means a person, body corporate, unincorporated association, partnership or firm 
whose business includes being contracted or engaged to represent the interests of a third party to a 
Government Representative.

Employees can only engage with lobbyists who are registered and the company/person they are 
representing are detailed on the Register of Lobbyists, unregistered lobbyists must be referred to the 
Public Sector Commission Lobbyist website.
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2.6 Contact with the Minister’s Office

All communication between DoT and the Office of the Minister for Transport must be in keeping with the 
agreed Communication Arrangements.

If employees are contacted by the Minister’s Office or have any queries about the Communication 
Arrangements they should contact the Ministerial and Government Business branch.

Please refer to Public Sector Commissioner’s Circular 2009-10 for further information.

2.7 Contact with Members of Parliament

Employees must not communicate verbally or in writing with any State or Federal Ministers, the Public 
Sector Commissioner or with the Chief Executive Officer of another department unless they do so:

• in the course of official duties; or

• with the express permission of the Director General.

It is legitimate for DoT employees to contact these individuals on matters of personal interest.  However, 
this should be done in our private or personal capacity, in our own time, using our own resources.  This 
includes not sending communication using our DoT email addresses.
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3.0 Fraudulent and Corrupt Behaviour (Misconduct)

3.1 What is expected of DoT employees?

• We will not engage in fraudulent or corrupt behaviour.

• We will immediately report any evidence of corrupt or fraudulent activity.

• Employees who have concerns about any potential fraudulent or corrupt behaviour should 
discuss the matter with their Manager/Director or the Executive Director POD.

3.2 What is Fraud and Corruption?

• Fraud is any practice that involves deceit or other dishonest activity that causes actual or potential 
benefit or loss.

• Corrupt conduct tends to show a deliberate intent or an improper purpose and motivation that may 
involve conduct such as the deliberate failure to perform the functions of office properly; the exercise 
of a power or duty for an improper purpose; or dishonesty.

The Fraud and Corruption Control Plan details strategies to prevent, detect, investigate, respond and 
evaluate incidents of fraud and corruption.

3.3 How do I identify misconduct?

Misconduct generally occurs when a public officer abuses their authority for personal gain, causes 
detriment to another person or acts contrary to the public interest. Misconduct takes many forms and 
can include, but is not limited to:

• misappropriation of funds and assets including information;

• misuse of information for personal benefit or the detriment of another person;

• disclosure of confidential information;

• using significant time at work for private purposes;

• making false claims of expenses or leave entitlements;

• falsifying, misrepresenting or manipulating data or official information;

• failure to disclose conflicts of interest; 

• unauthorised use of departmental property; and

• bribery.

Employees are required to notify their Manager if they are charged with any criminal offence.
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3.4 Managing Misconduct

DoT strives to achieve the following misconduct resistance outcomes:

• A culture that values integrity and is intolerant of misconduct.

• Policies and systems that support the effective mitigation of misconduct risks.

• Misconduct resistance is an integrated and established component of DoT’s life.

The Director General is responsible for ensuring systems and strategies are in place to prevent fraud, 
corruption and other forms of misconduct.  Employees will continue to be engaged in the development of 
DoT’s integrity and misconduct resistance initiatives through consultation, feedback and education to help 
them build commitment to the initiatives.

3.5 Disclosing misconduct

Every employee has a duty to immediately report any evidence of misconduct including corrupt or 
fraudulent activity. If an employee is suspected of engaging in corrupt or fraudulent behaviour, it may 
result in disciplinary action including dismissal or even criminal charges.

The Managing Suspected Breaches of Discipline Policy will be applicable in these circumstances. 
Employees who have concerns about any potential fraudulent or corrupt behaviour should discuss the 
matter with their Manager/Director or the Executive Director POD.

The Director General has a duty to report varying instances of misconduct, including fraud and corruption 
to either the Corruption and Crime Commission of Western Australia or Public Sector Commission as 
appropriate.

3.6 Public Interest Disclosure

A Public Interest Disclosure (PID) allows the reporting of past, present or future improper conduct by a 
public body.  Public interest information must show the involvement of a public body in:

• improper conduct;  

• an offence against State law;

• a substantial unauthorised or irregular use of public resources;

• a substantial mismanagement of public resources;

• conduct involving a substantial and specific risk of injury to public health, prejudice to public safety 
or harm to the environment; or

• conduct relating to matters of administration which affects someone in their personal capacity 
falling within the jurisdiction of the Ombudsman.

DoT strongly supports disclosures being made by employees as to corrupt or other improper conduct 
under the Public Interest Disclosure Act 2003 which provides protection for employees reporting corrupt 
behaviour. For further information, refer to the Public Interest Disclosure Policy and Procedure or contact 
DoT’s PID Officer, the Manager Governance Review and Audit.
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4.0 Use of Public Resources
4.1 What is expected of DoT employees?

• We are accountable for our expenditure of public monies, including the purchase of goods and 
services, hospitality and travel.

• We are required to be diligent and efficient in our use of public resources, including office facilities, 
vehicles and corporate credit cards.

• We recognise that it is not appropriate to use office time or resources for private financial gain or 
party political work.

• Departmental physical resources, such as cars, mobile phones, photocopiers, computers, email 
and stationery are provided for work related use.  Personal use, where permitted, should be kept 
to a reasonable level. For further information consult with your Manager.

 4.2 Email and Internet Use

Employees must not use their official DoT email address in a manner likely to bring discredit to DoT or the 
public service. You must not use your DoT email address for private commercial activities, for the purpose 
of personal gain, for product advertisement or political lobbying.

All employees are required to observe DoT IT policies and procedures. This includes the policy, 
procedures, guidelines, standards and procedures that determine acceptable use of DoT’s information 
and technology assets.

Employees must not misuse or allow any unauthorised access to DoT information systems.

Refer to the Email Use and Internet Access policies for further information.

4.3 Financial Responsibility

If you are responsible for handling or managing public monies you must act responsibly; with diligence 
and probity.  DoT’s Financial Management and Asset Accounting Manuals are comprehensive documents 
outlining the various policies and procedures governing DoT’s financial administration functions. 
Employees who handle public monies must also comply with any operational instructions issued by their 
business area.

You should be aware of your obligations in managing DoT resources and the penalties that may occur 
under the Financial Management Act 2006 and other Acts for unlawful conduct.

4.4 Purchasing

Employees accountable for purchasing decisions or who have influence over a decision have a duty to 
behave honestly, be accountable, and to obtain best value for money. 

Procurement and Fleet Management has produced policies and guidelines which govern purchasing 
within DoT. If you have been approved to hold a purchasing card, familiarise yourself with the Purchasing 
Card Policy (P041) and Treasurer’s Instruction 321 Credit Cards – Authorised Use.

If an employee, as part of their role, is responsible for purchasing and using a pCard, then it is required 
that you familiarise yourself with section 6, Conflicts of Interest, as well as the Conflict of Interest Policy. 
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4.5 Travel and Frequent Flyer points

Prior to undertaking any official travel, employees must obtain the appropriate authorisation. The Travel 
Policy and Procedure provides clear guidelines on what is appropriate.

Any Frequent Flyer points allocated to an employee through travelling on DoT business must not be 
applied for personal gain, to upgrade a ticket, claim free travel or for any other personal use.

4.6 Corporate hospitality

Spending public funds on entertainment and hospitality must always be undertaken with the utmost 
care. Prior to any event, employees must complete the Hospitality Proposal/Record Form and have it 
duly authorised.

Our Hospitality Policy and the Public Sector Commissioner’s Circular 2009-18, provide guidelines on the 
appropriate level of hospitality.

5.0 Record Keeping & Use of Information
5.1 What is expected of DoT employees?

• We will ensure appropriate records are maintained within the Department to enable transparency 
and enable review by others of our actions and decisions.

• We will ensure the secure storage of sensitive and confidential information.

• We will ensure that any document that becomes part of the public record is retained in 
accordance with Departmental requirements and is accessible in accordance with the 
requirements of the Freedom of Information Act 1992 (the FOI Act).

5.2 Records and Freedom of Information

Whether the record is an electronic document, an email 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 all information is 
accurate, current and not misleading. 

The FOI Act creates 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.

All DoT employees are required to complete the online Records Awareness Training course which 
provides information about your record keeping obligations.

5.3 Security

Security protocols exist to protect employees and departmental information. Employees should make 
themselves familiar with the Business Information Systems documents which provide appropriate levels 
of security to protect access to the Department network, information systems and applications.  If they 
have any reason to suspect that security systems have been breached or passwords misused, report 
this immediately to the Information Technology (IT) Help Desk.

Employees should also ensure they are aware of their responsibilities in relation to building security 
access requirements.  Report any lost card to Accommodation and Building Services  
(securityaccess@transport.wa.gov.au) immediately. 
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5.4 Intellectual property

Intellectual Property (IP) is an intangible asset and for the purposes of the Code includes but is not limited 
to copyright contained in printing and electronic manuals, publications, databases and digitised material – 
whether under development or completed – for internal and/or external use.  IP is an asset with the same 
or similar rights as physical assets and may have commercial or operational value.

DoT’s publications and information available to the public on its website must stipulate permitted use with 
appropriate disclaimers and be subject to review or withdrawal date to ensure that information remains 
current and reliable.  This includes materials made available for discussion and submissions.

6.0 Conflicts of Interest
6.1 What is expected of DoT employees?

• Employees have a duty to ensure their personal, financial or political interests do not compromise 
their impartiality or their work performance.

• Employees will appropriately manage any actual, perceived or potential conflict of interest that may 
arise between the performance of public duty and private or personal interests.

• Employees will not demand any reward, gratuity or additional remuneration in the course of their 
work and will not accept any gifts in accordance with departmental policy.

• Employees will adhere to the Conflict of Interest Policy for further information.

6.2 Accepting gifts, benefits or hospitality

Employees should not accept gifts, benefits or hospitality unless it is culturally impolite to refuse.  The 
Conflict of Interest Policy and Procedure can provide further guidance. If unsure, please seek clarification 
from your Manager or POD.

6.3 Vested interest

Employees may have a vested interest if they are involved in an official process which relates to a private 
sector company to which they (or a family member) own significant shares, participate on their committee 
or do voluntary work.  

While the existence of a relationship does not automatically mean that there is a conflict, employees 
are required to declare the relationship to their Manager promptly. The Conflict of Interest Policy and 
Procedure can provide further guidance. If unsure, please seek clarification from your Manager or POD.

6.4 Employment outside the Department

In accordance with section 102 of the PSM Act, employees must obtain the approval of the Director 
General if they wish to undertake secondary employment.  The Conflict of Interest Policy provides further 
guidance. 
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7.0 Relevant Legislation
Available at http://www.legislation.wa.gov.au/legislation/statutes.nsf/home.html under “In force 
(including historical versions, where available”

• Corruption, Crime and Misconduct Act 2003

• Equal Opportunity Act 1984

• Financial Management Act 2006

• Freedom of Information Act 1992

• Industrial Relations Act 1979

• Occupational Safety & Health Act 1984

• Public Interest Disclosure Act 2003

• Public Sector Management Act 1994

• Public Sector Reform Act 2010

• State Supply Commission Act 1991

• Workers’ Compensation and Injury Management Act 1981

• State Records Act 2000

Public Sector Commissioner’s Instructions

Refer to: https://publicsector.wa.gov.au/publications-
resources/instructions-standards-and-circulars
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CONTACT
Department of Transport 
140 William Street 
Perth WA 6000 
Telephone: (08) 6551 6000 
Website: www.transport.wa.gov.au
 
The information contained in this publication is provided in good faith and believed to be accurate at time of publication.  
The State shall in no way be liable for any loss sustained or incurred by anyone relying on the information. 100913



~ Government of Western Australia 
~ Public Transport Authority 

CONFIDENTIALITY AGREEMENT 

Employee Name: 

Service Number: WE ---------
Position Title: 

Division: 

I, .................................................. acknowledge that in the course of my employment 
with the Public Transport Authority (PTA), I may be privy to confidential information. 
Confidential Information means all information that I have access to by virtue of my work at 
the PTA, regardless of format (i.e. paper, digital or other). Confidential Information does 
not include any information that is held in or becomes part of the public domain. I shall 
keep all information confidential unless I have been told that it is not confidential. I shall 
not, without the PTA's prior written consent, disclose any Confidential Information to any 
person other than for the purposes of doing my work. 

I shall not use any of the Confidential Information for any purpose other than for 
conducting my work. 

I shall protect the Confidential Information and keep it secure from unauthorised access or 
use. 

Before disclosing any Confidential Information to any other PTA employee I shall ensure 
that the PTA employee is made fully aware of the confidential nature of the information. 

I understand a_nd agr~e that the obligations imposed on me by this document continue 
after I cease to work for the PTA. 

Conflicts of interests, breach of confidentiality and unauthoris_ed disclosure are subject to 
the provisions and penalties contained in the Public Sector Management Act 1994 and the 
Criminal Code Act Compilation Act 1913 (Criminal Code). 

I shall comply with the above obligations and any other PTA requirements to protect PTA's 
confidential information. · 

Signed Date 

Page 1 of 1 Effective Date: November 2014 
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