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1. Introduction 
At the 66th INTOSAI Governing Board meeting in November 2014, the Board endorsed the 
recommendations contained in the White Paper of the Task Group on INTOSAI Auditor Certification 
(TGIAC). 

The CBC has partnered with IDI (under the umbrella of INTOSAI) to research, analyse, conceptualise, 
pilot and initiate an internationally acceptable competency framework that is strategically aligned to 
the INTOSAI White Paper on Professional Development.  

To this extent the IDI and CBC hosted a workshop in Oslo, Norway between 17 and 19 June 2015, 
which was directed at the conceptualisation of a framework that informs the design of core 
competencies which are unique to the professional development of public sector auditors across the 
globe. 

Hence, the workshop was aimed at analysing, defining and standardising core competency framework 
concepts, defining and agreeing to an outline framework of the proposed core competency framework, 
and defining the enabling process to take the initiative forward. 

2. Project Overview 
The IDI and Auditor General of South Africa (in their capacity as CBC Project Owner) commissioned 
LRMG Performance Agency to facilitate the Oslo session and conduct a series of preliminary 
interviews aimed at contextualisation. 

The interviews were conducted with 12 respondents across the globe, and in various representative 
capacities between the 10th and 12th June 2015. The findings of these interviews were subsequently 
used to inform the content for the presentation at the Oslo workshop. 

Following the interviews, LRMG facilitated the aforesaid workshop and has the pleasure to present 
this workshop narrative. 

3. Structure of the Report 
The report is structured as follows: 

Part 1: Framework – This part of the report provides the framework against which the interviews and 
workshop is assessed. 

Part 2: The interviews – This section of the report presents the key findings of the telephonic 
interviews. 

Part 3: The workshop – This section of the report presents an overview of the discussions that took 
place at the Oslo workshop. 

Part 4: The future – This part of the report provides a synopsis and recommendations for future 
development of the initiative. 
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Part 1: The framework 
The theoretical framework against which the workshop and interviews were conducted finds its 
foundations in the concepts of change management and competency development. To this extent the 
following models and its ancillary variations were used to frame the conversations. 

 
Figure 1: The Kotter Change Model 

 
The Kotter Change model requires organisations to create a climate for change, then engage and 
enable the organisation to embrace the change, followed by an implementation programme that 
sustains and embeds the change. 

To this extent there are 8 steps to the change process, which were implemented in the project as 
follows: 

Kotter Steps to Change Focus in the Interviews Focus in the Oslo Workshop 

Step 1: The sense of urgency – This 
should be a catalyst for honest 
discussions, and give dynamic and 
convincing reasons to get people talking 
and thinking. 

 Understand the risks and 
challenges. 

 Understand the need for the 
project. 

 Understand the key issues that 
need to be addressed before we 
start with the venture. 

 Understand the risks and 
challenges. 

 Understand the need for the 
project. 

 Understand the key issues that 
need to be addressed before we 
start with the venture. 

 Articulate the sense of urgency. 

Step 2: Build the guiding coalition – 
This guiding coalition is a team of 
influential people whose power comes 
from a variety of sources, including job 
title, status, expertise, charisma, etc. to 
lead the change. 

 Identify the critical stakeholders. 
 Understand the concerns of the 

critical stakeholders and determine 
how they need to be engaged. 

 Identify the key stakeholders that 
are required to take the project 
forward. 

 Articulate the guiding coalition. 

Step 3: Get the vision right – A clear 
vision can help everyone understand 
why you’re asking them to do 
something. When people see for 
themselves what you’re trying to 
achieve, then the directives they’re 
given tend to make more sense. 

 Identify the vision for the change. 
 Identify the vision for the change. 

Step 4: Communicate for buy-in – In 
order to gain buy-in, an organisation 
must communicate the compelling 
vision for the change. 

 Communicate the purpose of the 
interviews and intended purpose of 
the workshop. 

 Understand who needs to be 
communicated to, what needs to be 
communicated and when this 
communication should take place. 

 Articulate/Define the 
communication plan. 

Step 5: Empower action – Those who 
are the subject matter of the change 
must feel empowered by the change in 
order to internalise and change 
accordingly. 

 This is subject to the plan which is 
an outcome of the workshop. 

 This is subject to the plan which is 
an outcome of the workshop. 
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Kotter Steps to Change Focus in the Interviews Focus in the Oslo Workshop 

Step 6: Short-term wins – Create 
short-term wins. Nothing motivates 
more than success. 

 This is subject to the plan which is 
an outcome of the workshop. 

 This is subject to the plan which is 
an outcome of the workshop. 

Step 7: Don’t let up – The recipients 
will keep the change alive if the initiative 
gains and maintains sufficient 
momentum.   

 This is subject to the plan which is 
an outcome of the workshop. 

 This is subject to the plan which is 
an outcome of the workshop. 

Step 8: Make it stick – Embed the 
change in a measurement environment 
that stays true to the vision for the 
change. 

 This is subject to the plan which is 
an outcome of the workshop. 

 This is subject to the plan which is 
an outcome of the workshop. 

Table 1: Inclusion of the Kotter Change Model in the project methodology 

 
Competency modelling 

Competency modelling is a process of analysing and describing types and ranges of specified skills, 
knowledge and abilities relevant to effective participation in an enterprise. It covers all aspects of 
workplace performance and involves performing individual tasks, managing a range of different tasks, 
responding to contingencies or breakdowns, and dealing with the responsibilities of the workplace, 
including working with others. In the design of competencies, an enterprise will focus on what is 
expected of a competent individual in the workplace as an outcome of learning rather than the 
learning process itself.  

In essence, competency modelling is directed at performance and is but one component that would 
support professional development through certification and/or accreditation. The criteria of a 
profession are that the profession must carry out a trade and deliver a service for the purpose of being 
remunerated, and be based on specialised intellectual study and training. This educational 
requirement of professionalisation requires the following characteristics: 

 The members of the profession should continuously define the function or functions of their 
profession.  

 They must ensure that certain theoretical knowledge is mastered and be able to apply the 
theoretical knowledge.  

 In addition, formal procedures must be laid down regarding the professional’s formal 
education and knowledge and skills relevant to the profession and its members must be 
identified and defined.  

To this extent a competency has been defined as a set of knowledge, skills and abilities 
(behaviours/attributes) that will enable someone to be effective at their jobs, and such competencies 
are the foundations against which to design, develop and implement a certification/professionalisation 
framework. 

 
Figure 2: Competency framework 
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Competency Framework 
Components 

Focus in the Interviews Focus in the Oslo Workshop 

Competencies  Understand the degree to which 
competencies are understood and 
defined. 

 Understand the degree to which 
competencies are understood and 
defined. 

 Articulate the requisite 
competencies. 

Professionalisation  Understand the purpose of the 
project and its extension or 
limitations on competencies and/or 
certification. 

 Articulate the project purpose and 
intent. 

 Develop the framework against 
which to test the project steps. 

Table 2: Inclusion of the competency literature in the project methodology 
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Part 2: The interviews 
11 Telephonic interviews were held with global respondents. 

 

Country/Organisation Name 

Brazil/OLACEFS  Anahai Barreto Pereira 
 Carolina De Almeida 

Cameroon/AFROSAI  Freddy Ndjemba 

India/KSC  Subramanian Sangaran 

South Africa/AFROSAI–E  Wynand Wentzel 

Austria/INTOSAI  Norbet Weinrichter 

Cayman Islands/ CAROSAI  Alastair Swarbrick 

Norway/IDI  Einar Gørrissen  
 Archana Shirsat 
 Shofiqul Islam 

Spain/EUROSAI  Alicia del Castillo 

UAE/FAS  Khalid Hamid 

Denmark/PSC  Nanna Schnipper 

USA/FAC  Paula Rascona 
 Bill Keller 

Table 3: List of interview respondents 

 

The interviews were directed at gaining contextual information pertaining to the project. In this regard 
the respondents were asked to provide their inputs to the following broad questions that the 
researcher asked during the interviews: 

 Please describe what an INTOSAI competency framework should look like / Articulate the 
components of an INTOSAI competency framework. 

 What are the core competencies which a public sector auditor is expected to have? / What are 
the core competencies that should be accommodated within the competency framework? 

 How would a competency framework for public sector external auditors differ from mainstream 
for-profit auditors, both in general and specifically for the financial, compliance and 
performance auditing streams? 

 What are the enabling mechanisms that would support such a framework? 
 What are the key challenges and/or limitations that we need to be mindful of in the 

development of a competency framework for the whole of INTOSAI? 

The interviews were, however, unstructured. 

For confidentiality purposes, the table overleaf provides an overview of key challenges, opportunities 
and expectations to the competency framework project. 
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Item Challenges/Concerns Opportunities Expectations 

INTOSAI competency 
framework 

 The framework must cater 
for all SAIs. 

 The framework cannot be 
compulsory; otherwise 
SAIs will not buy-in to the 
process. 

 Not a common 
understanding of what the 
framework and its 
components are. 

 Not a common 
understanding of the 
purpose of the project or 
the framing subject matter. 

 The framework cannot be 
too burdensome/onerous 
on the various SAIs. 

 Determine what value the 
project will add before we 
engage in the design and 
development of a 
competency framework. 

 We need to take a 
collective decision if the 
framework is intended to 
be a mechanism to enable 
certification and 
professionalisation or if it is 
limited to enabling auditors 
to deliver on the ISSAIs (or 
both). 

 Some SAIs have nothing in 
place and would welcome 
a competency framework 
that will enable them to 
deliver on the ISSAIs. 

 The project workshop is an 
opportunity to develop a 
common language, have a 
common view on the key 
concepts and define the 
competency framework. 

 It is an opportunity to 
identify both generic and 
technical competencies. 

 By adopting a modular 
approach to the roll-out, we 
could progressively 
develop a comprehensive 
competency framework 
with a localised approach 
to certification that 
addresses the full 
spectrum of both auditors 
and audit teams. 

 Common definition of key 
concepts. 

 A viable development 
approach forward.  

 Understand the diversity of 
the SAI communities in 
terms of the institutional, 
organisational and 
individual 
mandates/arrangements.  

 Decide on the purpose for 
the project. 

 A competency framework 
must enable SAIs to deliver 
good quality audits. 

Core competencies 
for the public sector 

 Opposing views that the 
SAIs cannot have a 
common set of core 
competencies as they are 
all different and hence we 
cannot develop a standard 
set of core competencies. 

 We cannot continue with 
development unless we 
have a good understanding 
of the SAI’s different 
practices. 

 On the other hand (to the 
challenge) views are 
expressed that there are 
more similarities than 
differences and therefore 
INTOSAI can have a set of 
common competencies. 

 There are several good 
practices that can be 
referenced: the New 
Zealand and South African 
models, the AFROSAI – E 
model and the USA based 
‘Little Yellow Book” 
models. 

 Do not redesign the wheel. 
If competencies exist in 
various parts of the globe 
for certain industries, 
INTOSAI should adopt 
those. This project should 
cater only for those 
components that are 
specific to public sector 
auditing. 

 Understand the different 
practices of the SAIs. 

Financial, compliance 
and performance 
audit streams 

 The three streams have 
very different mandates 
and practices, and whilst 
there may be some 
commonalities, there are 
too many differences that 
require specific focus in the 
design and development of 
competencies. 

 We should not limit the 
competency framework to 
the three streams as we 
may exclude other forms of 
audits that may arise in the 
future. Hence, we cannot 
continue unless we 
articulate the subject 
matter / target audience for 
the competency 
framework. 

 We can borrow from other 
sectors to enhance the 
competency framework for 
the three streams. 

 The project is an 
opportunity to articulate 
proficiencies across the 
three streams and the 
basic education 
requirements. 

 Define the commonalities. 
 Develop a plan that will 

assist INTOSAI in 
understanding the world of 
SAIs and the implications 
that it would have on them. 

 Develop a plan that 
identifies which SAIs will 
benefit from a competency 
framework for the three 
streams and in general. 
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Item Challenges/Concerns Opportunities Expectations 

Enabling 
mechanisms 

 The competency 
framework should be 
premised in the ISSAIs, but 
compliance to the ISAAIs 
is low. 

 The competency 
framework would enable 
the ISSAIs to deliver on 
their mandate in terms of 
the ISSAIs 

 Articulate the degree of 
compliance and/or 
discretion involved for each 
stage of the certification 
process. 

 Understand the challenges 
that SAIs face in 
implementing the ISSAIs. 

Table 4: Summation of telephonic interviews conducted 

 

The findings of the interviews largely dictated the structure, flow and intent of the Oslo workshop. To 
this extent the delegates were informed that through the interview process it became evident that the 
respondents have different perceptions and interpretations around the nature, intended outcomes and 
intentions for the competency framework.  

Hence, it was apparent that the project is still in infancy stages and therefore required additional 
discussion, exploration and, ultimately, a progressive developmental design approach. 

To this end, the team took an open-minded and emergent approach to the programme by focusing on 
the following: 

 The background and context behind the project – The Why. 
 Gaining a common understanding of the framework and key concepts – The What. 
 Understanding the target audience to whom the competency framework would apply – 

The Who. 
 Understanding the implications for roll-out / practical application of a proposed 

competency framework – The How. 
 Developing a plan/roadmap to guide the way forward with assigned responsibilities, 

deadlines and process guidelines. 
  



 

Footer / Document Heading 
 

10 

Part 3: The workshop 
The delegates were given an overview of the interview findings that are relevant to each 
aforementioned focus area and were introduced to a series of models which would frame the 
conversations that followed. These conversations took place in wider plenary or group forums, after 
which the delegates were given an opportunity to feedback to the group. 

Due to the emergent nature of the conversations, the workshop process was adapted to allow the 
facilitator to address key issues and concerns, which were relevant to the discussion at hand.  

Participants 

Table  Delegate 

Group 1 1. Anahai Barretto 
2. Archana Shirsat 
3. Jan van Scalkwyk 
4. Alicia de Castillo 

Group 2 5. Carolina de Almeida 
6. Freddy Ndjemba 
7. Henry Mc Gregor 
8. Norbet Weinricheter 
9. George Phiri 
10. Anibal Kohlhuber 

Group 3 11. Abdelhakim Lazreg 
12. Thabo Mongatane 
13. Atilla Horcsin 
14. Shofikul Islam 

Group 4 15. Subramanian Sangaran 
16. Alastair Swarbrick 
17. Maria Lima 
18. Celestin Mgoba 
19. Martin Aldcroft 

Facilitators 20. Natalie Maroun 
21. Brandon Lawrence 

Apologies  Wynand Wentzel 
 Einar Gørrissen  
 Paula Rascona 
 Bill Keller 
 Nanna Schnipper 

Table 5: List of workshop participants 

Workshop expectations 

In addition to the interview findings above, setting out the expectations, the delegates were asked to 
express their expectations at their respective tables. These expectations are listed hereunder: 

 To gain an understanding of the key elements to the competency framework and the link to 
professionalisation. 

 Develop a set of principles that will guide the way forward in the design, development and 
implementation phases of the project. 

 Agree on the templates for the way forward. 
 Need a broader comprehensive view of the project – unpack the White Paper. 
 Develop a road map. 
 Answer: “What will the SAIs do and not do differently?” 
 Develop an approach that accommodates the diversity of the SAIs and the Regions. 
 Understand the target audience. 
 Understand the scope of the competency framewor.k 
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 Take into account that the approach forward must be a consultative one. 
 Understand the outcomes of the session. 
 Articulate how we intend to balance flexibility (to cater for SAI buy-in) and credibility (that 

ensures the programme is not too loose)? 
 How, or if, we address the competency or the pilot as part of this workshop? 
 Articulating what we need to take to the governing board in the next 18 months. 

The following decisions were made subsequent to the expectations discussion: 

 As an outcome of the workshop, it is expected that the team develops a set of principles that 
will guide/aid the delivery of the following to the Board in November 2016 – 

o A draft competency framework: This will be discussion purposes rather than 
for approval. 

o Concept document: This will outline the process forward and guide the 
piloting of the programme. 

o A position paper: This will articulate an education and training standard for 
discussion purposes. 

 The purpose of the project is to develop a certification and professionalisation capability and 
the competency framework is only the first component to achieving this vision. The ultimate 
goal is therefore professionalisation. In this regard the team referenced the following graphic 
as contained in the White Paper. 

 
Figure 3: Certification framework as referenced in the White Paper 

 
 The documents which will be developed will be forwarded for broadbased consultation 

purposes. This, is in line with the Board’s request that INTOSAI should find the appropriate 
place and voice for the regions. 

 The process is emergent and the IDI has come to realise that we need to be mindful of the 
implications of the programme. In this regard, the White Paper was drafted to initiate the 
project, and was therefore crafted in a very specific tone, which was aimed at motivating the 
urgency and need. Into the future, INTOSAI must ensure that the documents, the principles 
and the outcomes that are developed must give guidance and allow for different players with 
different capacities to work under this framework within their own solution frameworks. 
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The diagrams below depict an overview of the expectations discussions, decisions and actions that 
were taken and the relevant models. 
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Review of the White Paper 

Each table was allocated a facilitator to lead a discussion on the White Paper. Following this each 
table posed the following questions / raised the following concerns: 

 

Table Lead Concerns/Questions 

Group 1: Jan Van Schalkwyk  What are the obstacles to adoption? If you have been doing something for a particular 
way for a long time, why would you want to adopt something that would bring about 
unnecessary change? 

 How do we find the balance between flexibility and credibility? The programme will lose its 
credibility if we allow for too much flexibility in its application. 

 How do we stay true to the intention of the workshop: to design something that is specific 
to public sector auditing and not to repeat what has been designed in other auditing 
professions? 

 Should the competency framework extend to external public sector auditors? 

Group 2: Norbet Weinrichter  Can we define a common framework and is it common to all three auditing streams? 
 How much do we know about what’s happening in SAIs and/or Regions? / When will we 

review what’s happening in these regions and SAIs to gain an overall picture of 
competencies in all our communities? 

 Will we employ a laddering approach to competency development, and what are the 
implications of the approach? 

Group 3: Martin Alcroft  Are we speaking about one certification or different certifications for the various auditing 
streams? 

 Are we only certifying on the issue of the ISSAIs or on the full skills set that audit 
institutions need to deliver on the ISSAI? 

 How sustainable will the programme be? At some stage we need to look into long-term 
self-sustainability. We therefore need to answer the question: Who takes the risk of saving 
or spending millions? 

 We need to understand which SAIs will buy in and why. Therefore we also need to know 
why we are doing this: SAIs will do it if the AG says it’s a requirement or individuals will do 
it if it leads to a credible qualification for global recognition. 

 What about eLearning? 

Group 4: Archana Shirsat 

 

 How fair is it to place an additional burden on the SAIs? They have to contend with 
complying with the ISSAIs, which is a burdensome task, and in addition to that we are 
asking them to comply with a competency framework. 

 Are we reinventing the wheel; should we start with what already exists? 
 Are we excluding external public sector auditors or is the competency framework designed 

for the public sector internal auditors? 
 We need to consider the cost implications: If you develop qualified people, they invariably 

become more expensive. We need to be mindful that this may increase the costs of 
retaining staff, which is one of the reasons why we are embarking on the project. 

 Will this be the holding team or can we expect new team members with each iteration? 
This is a project risk as it will require repetitive onboarding at each occasion. 

 

The following graphic depicts the key discussion, actions, decisions and graphics referenced in the 
White Paper discussion. 
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Understanding competencies and competency frameworks/models 

A competency framework is defined as a structure that sets out and defines an individual’s 
competency (skills, knowledge and attributes/qualities) that contribute towards success / high 
performance. 

 
It is conceivable that a competency framework is not limited to an individual, but may exist for teams, 
departments or organisations at large. 

 
Depending on the requirements for success, different sets of competencies make up different success 
profiles. (Success profile: The unique combination of competencies that describe the skills set of an 
ideal person for a specific level or key job). 

 
Competency modelling occurs when an organisation works to define multiple success profiles across 
the organisation and creates an overarching representation of how the success profiles build, intersect  

or overlap. We refer to this as competency frameworks. 

 
Competency frameworks are not static but rather dynamic in nature in that they seek to define the 
elements needed to drive success. These elements will change depending on the contextual reality in 
which they exist. The idea behind competency frameworks is that each employee who most closely 
matches a success profile will be considered the best fit, star performers – the exemplars. Those that 
mismatch will struggle to meet expectations and will require substantial development in areas where 
there is a skills gap. 
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Where the success profiles truly make a difference and yield business results depends on two things:  

 The accurate identification of what’s most important for success. 
 The appropriate follow through to communicate the expectations and provide support in 

meeting the requirements of success. 

The typical process to developing a success profile: 
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Pursuant to the aforesaid discussion, the delegates also discussed the following concepts: 

 

Concept Note 

T-shaped people and the integrated professional 
development model 

 

 

 

A T‐shaped person stands for someone who has a dual quality: 
firstly possessing deep knowledge on an expertise (vertical shaft of 
the “T”), while secondly possessing broad social‐ and 
communicational skills (horizontal crossbar of the “T”).  

To understand a system, one must know how it functions from the 
bottom to the top in order to address challenges. T-shaped people 
obsess about “freely sharing ideas and expertise across the 
company while remaining fiercely committed to Business Unit 
performance”. Intellectual resources like expertise, ideas and latent 
insights are found to become more important in the future. 

The defining characteristic of the “T-shaped professional” is the 
horizontal stroke, which represents their ability to collaborate across 
a variety of different disciplines. To contribute to a creative and 
innovative process, one has to fully engage in a wide range of 
activities within a community that acknowledges their expertise in a 
particular craft or discipline and share information competently with 
those who are not experts.  

In summary, it takes a distinct set of competencies for a person to 
act in a T‐shaped way than it does for a technical specialist, simply 
because their responsibilities, tasks and duties differ too much. With 
this given, certain characteristics or personalities might determine if 
a manager on one side and a professional on the other are able to 
behave in a T‐shaped manner. It is, therefore, necessary to test the 
viability of this within an organisation. 

Freedom within a framework 

 

Freedom within a framework presupposes that some components of 
the competency framework needs to be generic but effective and 
compulsory to gain the credibility that the programme deserves. But 
it also suggests that some competencies may be discretionary. 

Adopting a freedom with a framework model therefore takes into 
account SAI independence, institutional, organisation and individual 
issues. 
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Concept Note 

The 70:20:10 Principle 

 

With regards to learning approaches: 

 70 – Experiential learning: Learning and developing 
through day-to-day tasks, challenges and practice. 

 20 – Social learning: Learning and developing with and 
through others. 

 10 – Formal learning: Learning and developing through 
structured modules, courses and programs. 

 

 

Articulating the competencies 

The delegates were split into three groups: 

1. Financial auditors. 
2. Compliance auditors. 
3. Performance auditors. 

Each of the groups was asked to define the core and technical/functional competencies for each of 
their disciplines, and articulate whether it was a knowledge, skill or ability component of the 
competency. 

In total, the delegates developed a set of 91 competencies:  

 29 Competencies were identified by only one group. Whilst these may have been identified by 
only 1 group, it should not be interpreted that the competency is unique to that group, as it 
may have been an oversight by other groups. But this does not preclude the existence of 
unique competencies for each of the disciplines. 

 33 Competencies were common to two groups. 
 29 Competencies were common to three groups. 

The delegates generally agreed on whether the competency identified was a knowledge, skill or ability 
component of the competency. 

The groups identified 17 core competencies, of which nine were common to two groups and eight 
were common to three groups. 

The groups identified 59 competencies as functional competencies, of which 29 were unique to one 
group, 15 were common to two groups and 15 were common to three groups. 

In addition, 15 of the competencies were regarded as either core or functional between the groups, i.e. 
two or more of the groups classified the competencies differently. 
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Workshop Example
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The principles 

The following principles were decided as a key outcome of the workshop: 

 The team will employ a laddering methodology (inherent in the design of the competency 
framework). 

 The global framework must comprise common elements. 
 In the design and development of the competency framework, the team should leverage 

existing frameworks (standards, processes, specific arrangements around the work 
environment and governance requirements). 

 The competency framework is ISSAI based. 
 The competency model caters for a functional progression approach. Alternatively the model 

will pursue a leadership/management progression approach. (Refers to the progression). 
 T-shaped people will be employed in the design. 
 The competency model will cater for core and functional competencies for consideration in the 

certification and qualification. 
 Address the three audit streams. 
 The programme will employ a freedom within a framework approach that contains both 

compulsory and optional elements. 
 There is a need to find a balance: There is a correlation between mandatory and credibility 

elements and a negative correlation between mandatory and buy-in elements of the 
framework. 
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Part 4: The future 
 

In light of the discussions, it became evident that much work is still required in preparation for the 
November 2016 Board meeting, and to this extent an integrated research plan was proposed.  
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The End… 
No… 

It is just the beginning…. 
 

 

 

 

 

 

 

 

 

 

 

 


