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Royal Commission into the Casino Operator and Licence (Royal Commission)
Response to the Request for Statement from Deloitte Touche Tohmatsu — Project Darwin

Statement Prepared by Victoria Whitaker, Partner, Deloitte Touche Tohmatsu
16 April 2021

1 Briefly set out the professional qualifications of the person providing the statement.

1. lama Partnerin Risk Advisory, and bring 20 years of expertise in ethics, cultural integrity, and corporate
responsibility. Throughout my career, | have helped organisations in Australia and globally understand and
address ethical challenges, enhance culture, minimize risks, and maintain trust with stakeholders. | work
across three portfolios in Deloitte Risk Advisory grounded in responsible business practices, including
culture, trust & ethics and human rights. | lead cross disciplinary teams predominantly servicing financial
services, energy & resources, and government, amongst other sectors.

2 Annex a brief CV to the statement.

2. Seeitem: Victoria Whitaker Deloitte CV 2021 at Appendix 1.

Project Darwin
15 Describe the nature and scope of the review known as Project Darwin.

3. The purpose of Project Darwin is to provide an assessment of the maturity of the existing approach to
organisational culture, conduct a current state of Crown Resorts’ organisational culture (including risk
culture), establish the target state culture, assess the gaps between the target state and current state
organisational culture, and prepare a roadmap on how to close the gaps.

4. The purpose of the engagement is also set out in the engagement letter, see item:
4.1. Engagement Letter Phase 1- DTT7.005.0001.0223

4.2. Engagement Letter Phase 2-3 - DTT.006.0001.0040

16 Outline the instructions received from Crown for the purpose of the review known as Project Darwin.

5. On 24 August 2021, Deloitte Partner’s Richard Deutsch (CEQ), Michael Williams and | met with Mr Barton,
who requested that we provide the board and executive with an understanding of the current state of the
organisational culture, including risk culture. This briefing was made verbally. He asked we prepare our
recommended approach. Following that meeting we prepared a proposal of work that is outlined in
document: Crown Proposal - Culture Review - Revised_Final DTT.006.0001.0099).

6. We proposed four phases to this project. Various conversations between sending the proposal and signing
the first letter of engagement, meant that we moved Phase 1 from being setting of the Target Culture to
Phase 1 being an assessment of their approach to managing culture. This was to help us understand what
they already had in place, and be able to provide an objective view to the Board of what the maturity of
what was in place. Additionally, Mr Barton felt it would be better to do the Target State in the fourth phase,
once the new executive team was in place, so they could have input and buy-in to the process.
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7. Following those meetings it was agreed to proceed in according to Phase 1 and the letter of engagement
was signed (23 Nov 2020 Letter of engagement Crown Culture Review - Phase 1_signed.pdf
DTT.005.0001.0223)

17 Attach a copy of the terms of engagement and any document setting out the instructions for Project Darwin.

8. Original proposal - DTT.005.0001.0224
9. Signed Letter of Engagement Phase 1 - DTT.005.0001.022%

10. Signed Letter of Engagement Phase 2-3 - DTT7.005.0001.0222

18 Describe the way in which Deloitte carried out, or proposes to carry out, the review known as Project
Darwin.

11. Deloitte is delivering the project across Crown Resorts Limited, with a team sourced from Sydney,
Melbourne and Perth. Deloitte is carrying out the review in accordance with Signed Letter of Engagement
Phase 1 - DTT.005.0001.0223 and Signed Letter of Engagement Phase 2-3 - DTT.005.0001.0222

12. Insummary, we are carrying out the work in four phases are as follows:

12.1. Phase 1: Assess cultural architecture
12.2. Phase 2: Revise culture framework and conduct measurement
12.3. Phase 3: Derive the insights
12.4. Phase 4: Define the target culture state and roadmap
13. We have completed Phase 1, and are in the planning process for Phase 2. See further detail in Phases below

— Question 22.

14. We have signed letters of engagement for Phase 1 and Phase 2 & 3, but not yet for Stage 4.

19 Did Deloitte conduct any interviews with Crown staff or officers for the purpose of Project Darwin? Identify
the persons interviewed.

15. The project involves conducting formal interviews in Phase 1 and Phase 2 of the project.

16. The Phase 1 interviews have been completed and include interviews with the following people:
16.1. Ken Barton, CEO
16.2. Alicia Gleeson, Executive General Manager, Human Resources, Crown Melbourne
16.3. Damir Kucan, Executive General Manager, Human Resources, Crown Perth

17. The Phase 2 interviews have not yet been designed, and stakeholders not yet selected, other than those
currently sitting on the board or in the executive team. These meetings are currently being scheduled.

18. In addition to these formal interviews, a number of meetings have been held across the duration of the
project. Given the number of meetings that have occurred in relation to this matter, | am not able to
recollect for each meeting who precisely attended. In some instances, | am not certain if | attended the
relevant meeting. Accordingly, | have identified the persons attending meetings in the schedule from
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and focus groups. We have established the business data relevant and available to our study, but have not
yet commenced gathering the data itself. Data collection for Phase 2 will occur between April and June.

159.In Phase 3 we will analyse the data and prepare our report. A draft report will be submitted to Crown in
July.

160.In Phase 4, we will work with the business to establish the target culture for the business. This includes
potentially redeveloping the values of the business, as well as shaping the desirable mindsets and
behaviours required of people in the business in order to achieve the strategic objectives. We will then
undertake a gap analysis to determine if there is a gap between the current culture and the target culture
and work with Crown to close the gaps through an action planning process, developing a roadmap for
change. This will be presented in a final report to the Executive and Board.

161.At this point in time, we only have engagement letters covering phases 1, 2, 3. We do not yet have a signed
engagement letter for Phase 4 as the nature of the approach may change depending on the output from
Phase 3. This said, we have received indication from Tony Weston (meeting dated: 13/04/2021) that he
would like to confirm this Phase as an important part of the project as soon as possible.

23 Is it proposed that there will be interim reports for Project Darwin? If yes, what is the proposed timing for
any interim report as well as the final report?

162.To date we have produced a Phase 1 draft report. Crown Culture Phase 1 Report_Draft v1.0.pdf -
DTT.006.0001.0287. We are expecting this to be signed off as final in the coming weeks.

163.In Phase 2 & 3 there will be a draft report of findings presented to the business to correct any factual
errors. Typically, this might involve for example the incorrect name / spelling being applied to a Business
Unit or person. This will be submitted to the client towards the conclusion of this phase, currently
scheduled for July, with the final report for this phase to be submitted early August, depending on the time
taken to receive feedback.

24 Attach a copy of any interim or draft report of Project Darwin.

164.5ee item: Crown Culture Phase 1 Report_Draft v1.0.pdf - DT7.006.0001.0287

25 Describe the findings that have been made during the course of completion of any phase of Project Darwin.

165.In Phase 1 of the project we reviewed how Crown currently manages its culture. We did this against
Deloitte’s culture maturity framework, which included 5 components: Governing Culture, Defining Culture,
Enabling Culture, Measuring and Reporting Culture, and Changing Culture.

166.0ur findings so far are outlined in detail in Crown Culture Phase 1 Report_Draft v1.0.pdf D1T.006.0001.0287
In broad summary:

167.We found two separate approaches / framework to thinking about culture:
168.Customer Experience, Employee Experience (CXEX) framework focuses on the interconnected elements
between employee experience that elevate customer experience, and vice versa. An important dimension

of this is culture. It outlines the organisational values, and do and don’t behaviours attached to each.

169.Risk culture —this is part of the risk management strategy. The risk culture framework has been defined by
the business, and includes clear behaviours required to effectively manage risk across the business.
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Appendix 1: Victoria Whitaker CV

Victoria Whitaker
Partner

Risk Advisory
Australia

Victoria is a Partner in Risk Advisory, and brings 20 years of expertise in ethics, cultural integrity, and corporate responsibility.
Throughout her career, Victoria has helped organisations in Australia and globally understand and address ethical challenges,
minimize risks, maintain trust with stakeholders, and reduce social and envirenmental impacts. Victoria works across three
portfolios at Deloitte grounded in responsible business practices, including risk culture, ethics and human rights. Victoria's
consulting and commercial experience has seen her lead cross disciplinary teams predominantly servicing financial services, energy
& resources, and government, amongst other sectors.

Technologies Ethics, risk culture, human rights, sustainability strategy, stakeholder engagement, change management,
and skills behaviour change, communication and adult education, non-financial risk management and reporting.
Industries and Financial services, energy & resources and government amongst other sectors

summaries

Education Macquarie University

Master, Sustainability Education, Distinction

University of Technology
Bachelor of Arts

Memberships & CAANZ
Professional training

Projects and
experience

Risk culture

e Assist organisations in developing their risk culture frameworks, and assisting in organisational
change to enhance risk culture. This includes enabling risk culture across large and small
organisations, in FSI, ER&I and government. Assessments include design and operational
effectiveness of risk culture frameworks (governance, defining of culture, measurement and
reporting, changing risk culture). As well as current state assessments of risk culture.

. Led the design and baseline measurement integrating culture and risk culture for a big four bank
and a global insurance company. Our bespoke approach leveraged their existing organisational
values and risk appetite to derive lead and lag indicators connecting mindsets, beliefs and
behaviours to strategic and risk outcomes.

. Led the design and embedment of risk culture into the audit function for large global mining
company. The design involved significant internal stakeholder engagement, while the
embedment invelved significant uplift of the audit team in understanding the psychology
dimensions of risk culture.

. Led the delivery of a significant risk culture survey to a professional services entity across Asia
Pacific, involving & country offices, ~70,000 people and 4 languages. The survey included qualitative
and quantitative data and benchmarking.

. Identified as recommended provider of risk culture by ComCover, the federal government
insurance body. Including providing risk culture education and assessments across Federal
government agencies.

Ethics / Trust

e Alarge international organisation wanted to develop a responsible decision-making framework to
support them in making decisions that leave the industry in a better place. A commitment to







