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DFAT APS EMPLOYEE CENSUS ACTION PLAN 2025-2028

DFAT's purpose is to make Australia stronger, safer and more prosperous, to provide timely and responsive consular and passport services, and to ensure a secure Australian Government presence overseas. Improvement to DFAT’s Census results over the last two years indicate a positive upwards trend; however, there is still work to be done, particularly given the increasingly complex global operating environment in which we work.

This action plan will continue the implementation of long-term bodies of work at the agency level, as well as outline actions expected from all staff, managers and leaders. The action plan will span 2025-2028 for consistency with the DFAT People Strategy, which will guide our people priorities over the next three years, and will be reviewed annually based on Census results.
Our Successes
Overall improvement in results
2025 saw improvement across the key indices of Employee Engagement, Leadership (SES and Immediate Supervisor), Communication and Change, Enabling Innovation and Wellbeing Policies and Support.
Staff commitment
DFAT’s results have consistently indicated that staff feel a strong commitment to the agency and the APS, and are willing to go the extra mile to achieve outcomes.
Highest ever response rate
Our participation rates have increased consecutively over the last three years. The more staff that participate, the greater our confidence in the accuracy of results.

Our Focus Areas
Leadership & Culture
2025 results indicate that our leadership results are good at the top level, however, results vary across work units. We will continue to build manager capability and further improve our integrity culture, management of change and internal communication.

Safety, Health & Wellbeing
This year DFAT saw improvements in positive safety, health and wellbeing responses. We are making headway, though there is room for improvement. We will continue to focus our efforts to improve results for our Wellbeing Policies and Support Index.

Inclusion, Equity & Diversity
2025 saw an increase in positive results across each diversity cohort. However, positive response rates across diversity cohorts are lower than DFAT overall. We will continue our work to bring these results more in line with
the broader DFAT workforce.
Our Actions
Over the next three years DFAT will:
Continue to implement actions from its key people strategies including:
· DFAT People Strategy 2025-2028;
· Inclusion, Equity & Diversity Strategy 2024-2027;
· DFAT Integrity Strategy 2024-26.
Finalise and implement the Work Health & Safety (WHS) Action Plan. The plan will include clear actions on leadership and capability required to manage workplace safety risks and increase focus on the wellbeing and mental health of staff.
Further embed APS Optimal Management Structure principles to ensure our workforce structures have depth and resilience.
Strengthen a supportive culture that reduces bullying and harassment through the Unacceptable Workplace Behaviour Policy and Safe Space function.
Continue to implement the Reconciliation Action Plan (RAP) 2024-2027 to build relationships, promote respect and historical understanding, and create opportunities in partnership with First Nations people.
Consult staff on agency workforce matters, including the development of HR policies, through the Workplace Relations Committee.
Communicate, educate and upskill managers in key workforce policy and processes through targeted awareness and capability initiatives.
Continue to develop and implement business process and productivity improvements, including through a balanced and consulted approach to technology adoption and uptake across the department.
Our Expectations
All staff, including APS, LES and contractors, will:
Uphold the APS and DFAT Values, act with integrity at all times and abide by applicable Codes of Conduct (APS/LES/Overseas).
Engage in regular check-ins with their managers, focusing on wellbeing.
Contribute to a positive and inclusive workplace culture. Adopt inclusive language and respectful behaviours.
In addition, all managers will:
Lead by example by modelling positive behaviours and upholding compliance obligations – such as completing PDAs, acquittals and mandatory training as well as taking regular periods of leave and giving reasonable consideration to requests for flexible work.
Respond promptly and appropriately to unacceptable behaviour, and utilise dedicated support options such as Safe Space, mental health and wellbeing officers and diversity and anti-harassment officers.
In further addition, all SES/HOM/HOPs will:
Engage managers and staff on matters that impact the workforce, including managing change, priorities and resources.
Ensure priorities are clearly articulated to managers and staff. This will support effective planning and workload management.
Lead by example and in accordance with the Secretaries' Charter of Leadership Behaviours, and demonstrate commitment through local action.
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