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contribute ideas, share information and report mistakes are more likely to engage in ethical behaviour in the 
workplace’1. The Taskforce also found that Leaders have an important role to play in terms of building 
psychological safety, including inviting genuine participation from staff and responding productively to the 
risks that staff take. As part of creating an environment where a pro-integrity culture can thrive, we must 
provide staff with the tools and resources to practice integrity in their everyday work. Some of the resources 
include the department’s Conflict of Interest (COI) Accountable Authority Instruction, which outlines the COI 
requirements for all staff, the gifts and benefits procedures in relation to the declaration and reporting of 
gifts, and the departments procurement procedures. 

To create this psychologically safe workplace where integrity can thrive, all staff, but particularly leaders, need 
to create an environment where staff feel comfortable in speaking up when something doesn’t feel right. 

The behaviours expected by leaders at all levels are set out in the Secretaries’ Charter of Leadership 
Behaviours. These behaviours have been built into the department’s leadership performance agreements and 
relevant training modules. This is in line with a broader APS reform initiative of strengthening behaviour and 
outcomes-based performance management. 

The SES Performance Leadership Framework, released by the Australian Public Service Commission, requires 
the department to put in place performance arrangements for SES officers that gives equal weight to 
outcomes and behaviours. The Framework notes ‘Increasing the emphasis on how outcomes are delivered in 
the Framework will support the development of more well-rounded senior leaders and improve workplace 
culture.’2

The recent Capability Review of the department highlighted the opportunity the department has for its 
leadership to continue to model pro-integrity behaviours, which is reflected as a key action in the 
department’s action plan response to the review.

To monitor our integrity culture, the department undertakes an annual review of the Strategy and Integrity 
Framework to ensure continuous improvement. 

The department has also developed an Integrity Dashboard, which provides the Executive with insights on the 
department’s integrity culture and where work may be needed to uplift culture. The dashboard complements 
other compliance reporting frameworks across the department. 

The metrics in the dashboard were selected using the Australian Public Service Commission’s Integrity Metrics 
Resource3 as a guide. The metrics are linked with the department’s Integrity Framework pillars, which are the 
key areas of activity in the department where integrity matters need to be considered most. 

The dashboard includes early lead indicators, such as risk, privacy and fraud inquiries. When there is an 
increase in inquiries, this is viewed a positive as it shows the department has created a culture where people 
feel safe to raise their integrity concerns. An increase in these inquires also provides the Executive with early 
insight over potential areas of focus, and enables the department to respond proactively. Trend data in the 
dashboard is monitored to assess the impact of the response. 

Another way the department measures culture is through its participation in the APS Employee Census (the 
census) on an annual basis. The results from the census provide useful insights for the department’s 
workforce planning initiatives that aim to create a skilled, respectful and innovative workforce. Furthermore, 
the data gained from the census enables the development of strategies to build the department’s workplace 
culture and capability, now and into the future. 

----------
1 ANZSOG, ‘There but for the grace of God…’ – Sue Robertson’s reflections on leading the APS Integrity Taskforce, 2023 ‘There but for 
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The department’s census outcomes highlight its positive focus on diversity, equity and inclusion, with ratings 
3-4 points higher than other policy departments and large agencies. 

In the 2023 Census, understanding the importance of integrity on the department’s culture, a statement was 
included that read ‘I have read and understand the department’s Integrity Strategy’. Of the 1637 
departmental staff who participated, 68% agreed with the statement, while 18% were neutral. 
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