


So what is the ‘right’ model?

Leading HIAs told us about the 
composition of their teams, the 
different approaches they took and 
what worked best for them. All 
stakeholders, irrespective of their 
relationship with the IA function 
agreed that the creation of a flexible 
model was a priority. Guest auditors’ 
broader and possibly more commercial 
experience were seen by many as 
being valuable in helping to bring a 
different perspective to the work of 
Internal Auditors.

There was recognition that highly 
effective IA functions need a solid 
foundation of qualified ‘career’ 
auditors, but also consensus around 
the important role an IA function can 
play as an incubator, nurturing talent 
that will move through to the broader 
organisation. However, it needs to 
strike the right balance between pull 
through that’s too quick versus 
Internal Auditors who’ve got stuck. It 
was suggested that functions need to 
actively encourage a mindset of 
mobility, seeking out those who are 
hungry, have a point of view and who 
are willing and able to speak up and 
demonstrate their relevance to the 
business. IA may be the ideal ‘hub’ for 
developing talent, helping to build real 
breadth of skills and experience. 
However, it also needs to attract a 
diverse set of talent to meet changing 
stakeholder expectations. Getting the 
business to release high calibre people 
was clearly a real challenge for 
everyone round the table. 

There was also agreement that a 
rotational model only works if you’re 
attracting flexible and high calibre 
talent in the first place. Commerciality 
and a profound understanding of the 
business were considered key 
attributes. It was interesting to note 
that whilst a three year rotational 
model was seen as a great training 
ground for leading talent, it wasn’t just 
because of the breadth and depth of 
development opportunities this offers, 
but because in our panel’s view, 
working in IA can be enormously 
challenging – there’s a badge of honour 
up for grabs here!

Embedding IA into projects working 
alongside the business was seen as 
essential in terms of an operating 
model but in relation to building a 
team two models stood out as being 
particularly effective:

i) Build a team in much the same 
way as a sports coach might, 
ensuring the right mix of skills is 
deployed in an optimum and 
complementary way.

ii) Focus on third/a third/a third – 
one third core IA (the bedrock), 
one third stepping stone (transit 
pool) and one third co-source 
(partnering) – a balance of core 
and specialist skills is essential but 
not easy to achieve – ensuring the 
availability of specialist expertise 
whilst maintaining a strong core 
and a reputation for getting the 
basics right.

Internal Audit’s image

With so much to offer both prospective 
employees and stakeholders, the 
question being asked around the table 
was ‘why aren’t more top people 
flocking to sign up to work in IA?’

As you might expect the answer to 
that question is complicated. 
Recruitment and retention both need 
a lot of focus particularly in terms of 
building specialist capabilities and it’s 

a challenge that would appear to 
impact the private and public sectors 
equally. Technology expertise was one 
high profile example of the struggle 
that IA functions are facing in terms of 
being seen as an attractive alternative 
in a crowded and competitive 
marketplace. We, PwC, are seeing an 
increasing trend of HIA’s seeking to 
avoid the time and cost of recruiting 
and retaining specialists, by partnering 
with professional service organisations.

Reflecting on the topic, an Audit 
Committee Chair mused that those 
who work in IA think it’s a really great 
place to work, so with some excellent 
marketing, it should be easy to attract 
talent, shouldn’t it? On a slightly more 
serious note, they posed the question 
‘why is it that people see qualifying as 
an accountant as valuable for the cv and 
an opportunity to gain broader business 
experience, whilst a similar spell in IA, 
which arguably gives much better 
experience, isn’t always valued in the 
same way?’ It’s a good question – 
maybe there is an important role for 
effective marketing and projecting a 
stronger image for the profession.

IA can be a ‘shop window’ for an 
organisation. For those wishing to 
capitalise on this, it’s important to tell 
stories and publicise the breadth of 
career opportunities IA can open up. 
What’s the story it wants to tell? On 
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