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Introduction 
The Queensland Government is committed to achieving equity and diversity in the public sector 
workforce and has sector-wide strategies in place to support improved equityi and diversity 
outcomesii. While progress towards a more equitable and diverse workforce have been made over 
the years, target group members remain under-represented in some areas.  

The Review of public sector employment laws — A Fair and Responsive Public Service for All 
(Bridgman Review)iii identified the need for extra measures to achieve a more equitable and 
diverse workforce. Recommendations included: 

• new approaches to balancing merit and equity (Recommendation 24) 
• the role of Special Commissioner to progress the agenda (Recommendations 27 and 28),  
• improved analysis, planning and reporting of equity and diversity (Recommendations 25 and 29). 
The Special Commissioner, Equity and Diversity’s workplan includes these initiativesiv. While the 
Special Commissioner’s initial focus is on gender equity, minimum obligatory human resource 
information (MOHRI) data collected by all Queensland Government agencies encompasses the 
four target groups, and there is benefit in applying consistent data analysis, planning and reporting 
principles to other target groups.  

Under the Public Service Act 2008, agency chief executives are required to progress equity and 
diversity. It is expected the public sector act, currently in development for release in 2023, will 
strengthen current obligations for gender auditing, planning, and reporting. This will provide an 
evidence base for implementation of actions and support public sector alignment with a number of 
state level laws, including Anti-discrimination Act 1991; Industrial Relations Act 2016 and Human 
Rights Act 2019. 

Recent successful gender equity initiatives across the sector include equitable access to parental 
leave; implementation of agency gender action plans; and support for emerging women leaders. 
However, gender inequity still exists. Women are under-represented in leadership roles, over-
represented in part-time employment and 2020 data shows a gender pay gap of above seven per 
centv. 

Figure 1. Queensland public sector gender equity statistics 2021 

 

This guide provides agencies with an overview of the process and actions that can be taken to 
further progress gender equity. It is formatted to provide a step-by-step process to analyse, plan 
and report against required gender equity and other diversity data sets. Key steps include planning 
agency consultation, establishing contact networks and ensuring compliance with relevant 
legislation, as outlined in the following graphic and sections. It can be used as an important part of 
broader strategic workforce planning. 

 

https://www.qld.gov.au/about/how-government-works/government-structure/public-service-commission/what-we-do/queensland-public-sector-reviews
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Step 1 Equity and diversity architecture  
To support analysis, planning and reporting processes, agencies will need to have the right roles 
and structures in place. This is known as the equity and diversity architecture and is essential to 
help meet legislative requirements, and support sustainable change towards gender equity and 
diversity targets. The roles below can guide what you may need in your agency. Some roles may 
already be in place, while some will require allocation. 

Leadership support 
Leadership support is essential to progress any agenda, including equity and diversity. Visible 
chief executive and senior executive officer support is essential for success. How your leaders talk 
about equity and diversity sets the tone for the agency, and will cascade down through the 
leadership team, to employees. It is essential that your leadership team is engaged. 

Gender equity champion 
A gender equity champion’s role is to guide and support the strategic intention of the gender equity 
agenda. The champion should have influence within the executive leadership team, be able to 
influence business units across the agency, and act as a conduit between leaders and the HR 
specialists and data analysts who analyse and plan around agency data. The size and complexity 
of each agency will guide whether there is a single equity and diversity champion focusing on 
gender equity, or scope for several champions across this and other target areas (including 
Aboriginal and Torres Strait Islander peoples, culturally and linguistically diverse peoples, and 
people with disability).  

Data custodian 
The data custodian will act as the ‘holder’ of the data sets, responsible for the quantity and quality 
of the data. This will be quite simple in the first year, as much of the data will be centrally provided, 
but will require greater coordination in future years as additional measures are added. The 
custodian should hold appropriate delegations with an agency, to ensure chief executive support 
for the quality of data. 

Data analysts  
The data analyst(s) will interpret the data, starting with the guiding questions contained in the 
equity and diversity audit report (see Appendix 1). This role will work in collaboration with the data 
custodian to convert knowledge into information that can inform action plans, reporting and 
evaluation.  

Consultative committee or advisory group 
Consultation was identified by the Bridgman Review as an important component for inclusive and 
targeted planning. Consultation is essential to improving the quality of most steps in this process, 
including generating discussion and providing diverse perspectives on the analysis and planning of 
solutions and remedies.  

Agencies may have existing consultative committees or advisory groups that address equity and 
diversity, or they may choose to establish new consultative mechanisms specifically for gender 
equity. This group should not be confused with a consultative committee under an industrial 
instrument. The committee or advisory group should involve a range of agency representatives, 
employees and employee representatives (unions) and is discussed in more detail in step 4.  
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Step 2 Equity and diversity dataset 

Data is key to understanding the equity and diversity composition of your workforce. All agencies 
provide MOHRI data to the Public Service Commission. We have drawn on this data to identify the 
minimum fields as a starting point for all agencies. The centrally provided dataset by necessity 
uses generalisations, such as AO equivalent for salary comparisons, and broad occupational 
categories. If these are not useful for your agency, they will still provide a guide as to how to 
interrogate your own data.  

The equity and diversity dataset will form a consistent basis for analysis and reporting. The annual 
datasets will be based on 30 June data, as required for annual reporting. 

The dataset sections are based on knowledge of the factors affecting equity and diversity, and 
include: 

• composition 
• salary/earnings 
• executive levels 
• organisational structure  
• occupation 
• employment security  
• flexible working arrangements  
• separations 
• health, safety, and well-being  
• recruitment.  
Agencies are encouraged to supplement this with other sources of data and, if relevant, industry 
comparisons. The Office of the Special Commissioner will identify other sources of data as part of 
the reporting process.  

Agencies can use parts of this data to meet bargaining obligations under the Industrial Relations 
Act 2016 (IR Act). Unpacking and understanding this data may assist agencies in proposing and 
negotiating bargaining to address any identified gender pay gap. It can also be useful when 
providing the wage-related information required in support of an agreement’s certification 
application in accordance with the IR Act. 

Step 3 Gender equity audit report 
The next step is to analyse the data and provide the analysis of findings in an annual gender equity 
audit report. The overall analysis and planning processes can be approached through three simple 
questions: 

• where are inequities occurring?  
• what is causing them?  
• how do we address them?  
The audit report will assist to identify where inequities are occurring and begin to support agencies 
in identifying what is causing them. 

A template for the annual gender equity audit report, in Appendix 1, provides a foundation for 
completing an audit report. Agencies may consider criteria beyond this template.  
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Capability building for data custodians and analysts 
The Office of the Special Commissioner will provide practical workshops to support the capability 
across all agencies to interpret datasets and conduct analysis to turn the data into information and 
knowledge.  

Participation will be open to data custodians, analysts, and other human resources officers. Other 
forms of awareness and capability development will be offered to agency executive leadership 
teams. To find out more or register your interest email osc@psc.qld.gov.au. 

A comprehensive analysis is essential to support planning, inequities and to plan the next steps.  

Step 4 Awareness and consultation 
Consultation  
Consultation should be built into the process as early as possible, ideally during the analysis and 
auditing stage, and through the development of action plans. Consultation should include sharing 
of data and analysis to assist all parties to understand issues and to have the best data available 
to make decisions. 

Recommended consultation is with: 

• employees 
• unions 
• managers and executives 
• other agencies.  
The Office of the Special Commissioner will arrange opportunities for central discussion of issues, 
share ideas and to identify areas that need central policy or other support throughout the reporting 
period.  

Details of consultation must be included in action plans, including channels used (e.g. targeted 
staff communications, emails, surveys and existing agency union forums).  

Awareness 
An important foundation for consultation is to ensure the workforce is aware of what inequity 
means, how it can occur and what initiatives are in place to address inequity in the sector, and 
your agency. You may already have this training and awareness in place, but it may be time for 
refresher training or refresher conversations at team meetings. The Office of the Special 
Commissioner will continue to provide resources through their website that can be used as a basis 
for awareness and training purposes. 

  

mailto:osc@psc.qld.gov.au
https://www.qld.gov.au/about/how-government-works/government-structure/public-service-commission/office-of-the-special-commissioner-equity-and-diversity
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Step 5 Gender equity action plan  
Agencies currently undertake planning around their workforce and target groups in several ways, 
including: 

• strategic workforce planning (mandatory to support special purpose planning requirements) 
• disability service plan (mandatory) 
• Aboriginal and Torres Strait Islander cultural capability action plan (mandatory) 
• gender equity action plan (discretionary). 
Given multiple existing planning processes, and the potential reporting requirements under a new 
public sector act, a simple approach is planned for 2022 focusing on a gender equity plan. 

The combined results of an agency audit, analysis and consultation should be developed into a 
gender equity action plan. We encourage agencies to take a transparent approach with their 
gender equity plan. They should be available to the workforce and used to promote discussion to 
ensure successful implementation. 

The gender equity action plan should be a part of the strategic workforce plans, or subset of that 
plan. Strategic workforce plans would benefit by including initiatives in place for other target 
groups, currently spread across other plans. Appendix 2 Equity and diversity audit report template 
provides suggestions for inclusion.  

For questions related to requirements, agencies can contact the Office of the Special 
Commissioner. 

We encourage agencies to provide these plans to the Office of the Special Commissioner, for 
guidance on the link between audit reports and analysis and planned measures and solutions.  

Agencies may also seek assistance from the Office of the Special Commissioner regarding 
implementation of the action plans. Everyone plays a part in a successful implementation plan 
including executives, managers and supervisors and individual employees. The Office of the 
Special Commissioner will also explore establishing forums for agencies to discuss approaches 
and progress.  

Step 6 Reporting 
Reporting against the gender equity action plan: 

• supports internal agency reporting, for management purposes 
• is a requirement for accountability under chief executive performance agreements 
• is a requirement for Queensland Government agency annual reporting (Section 15.1 requires 

provision of data according to the template). 
Agencies have the option to provide audit reports to the Office of the Special Commissioner for 
feedback and assistance.  

A process map at Appendix 1 outlines potential uses of the equity and diversity dataset more 
broadly in your reporting obligations.  
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Appendix 1 – Auditing, planning and reporting process map 
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Appendix 2 – Gender equity audit template 
Use this template to guide your agency’s equity and diversity audit, drawing from the equity and 
diversity dataset.  

The dataset is provided by the Public Service Commission and is drawn from the MOHRI dataset. 
Use of data from other sources is encouraged, including suggestions throughout this template. We 
provide specific table references from the dataset where possible 

Section 1 Composition / classification levels of the workforce  

This section of the dataset provides a broad overview of the agency workforce composition.  

Tables 1.1-1.5 focus on each target group and adds age for a different analytical lens.  

Table 1.6 provides a regional lens across classification levels. Note that this is based on the 
Australian Bureau of Statistics (ABS) Statistical Area 4 regions, as reported in the MOHRI 
dataset and may differ compared to regional units used in your organisational, in which case you 
might generate agency level data. 

Understanding the composition of your workforce is an important starting point, as high-level 
overview of the types of employees that work within your agency, and is a foundation for the later 
sections, which contain more granular information. 

Identifying where potential inequities may occur 
Use the prompts to assist identify whether patterns are different for women and other target 
groups: 

• What is the gender composition of your workforce? (See table 1.1)  
• Is there equal representation at each classification level? For example, if the overall proportion 

of women in your agency is 65 per cent, at which classification levels do women comprise more 
than 65 per cent or less than 65 per cent. 

• Consider intersections with other groups (Table 1.2, 1.3, 1.4a and 1.4b, 1.5 and 1.6) and apply 
the same questions to see if potential gender inequities are similar or different across target 
groups. Note: CALD groups might be considered together, indicating both potential cultural 
diversity (CALD 1: employees born overseas) and linguistic diversity (CALD 2: language other 
than English spoken at home).  

• Are there regional differences in the pattern, or are the potential inequities more prominent in 
some regions? (See table 1.6 and 1.7)  

Identifying potential causes of inequity 
Once you have identified potential inequities, consider how to identify what might be causing them. 
While local knowledge can be important, consider what other sources of data you have at hand. Or 
if you cannot answer this question at the time of doing the audit, identify potential new data 
collections that might assist.  
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Section 2 Salary /earnings 

This section of the dataset focuses on salary levels and earnings. While section 1 focused on 
concentrations within each classification level, this section provides the opportunity to consider 
concentrations at particular pay points and may highlight career structures or career blockages in 
your agency. 

Table 2.1 provides detail at each pay point in each classification stream. Note: q means those 
with an additional allowance for holding a qualification. This is accompanied by graphic portrayal 
of each stream 

Table 2.6 provides the average/median earnings and gender pay gap across target groups. It 
provides an opportunity to consider both overall earnings of each target group as well as the 
intersection with gender.  

Table 2.7 provides average and median earnings and the gender pay gap across organisational 
units.  

The gender pay gap is the difference between the average annual earnings for male and female 
employees, as a proportion of male average earnings (note that sometimes it is calculated on 
base salary rather than overall earnings). It is one measure of potential inequity and is caused by 
a range of factors such as bias in hiring and pay decisions; higher rates of part time employment 
for women; and lack of flexible work at higher classification levels. 

Identifying where potential inequities may occur 
Use the prompts to assist in your analysis, starting with where are possible inequities occurring: 

• Consider each classification level individually. Is there a concentration or bunching of employees 
at the top of a classification level? Is this more likely to occur for a particular gender? (See table 
2.1) 

• Are particular occupational groups, or types of work, affected by these concentrations? 
• Identify whether average median earnings and gender pay gap for women has improved or 

worsened over the observable period. (See table 2.6) 
• How does your gender pay gap compare to the Queensland public service average of 7.8 per 

cent in 2021?  
• How does the gender pay gap for other target groups compare to the sector average? Are there 

specific diversity groups that are faring better or worse overall? 
• Beyond the gender pay gap, compare the average and median salaries for other target groups, 

including the intersection of women and that target group, to identify equity across target groups. 
(See table 2.6) 

• Using average and median earnings and the gender pay gap across organisational units or 
divisions, identify whether there are differences across divisions. (See table 2.7) 

Identifying potential causes of inequity 
Once you have identified the potential inequities, consider how to answer the second question of 
what might be causing them. What evidence do you have at hand, or what potential data might be 
useful?   
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Section 3 Executive levels  

This section provides disaggregated data for all executive levels, including senior officer (SO) 
and senior executive service (SES) equivalents. 

Table 3.1 focuses on executive classification levels for both SES classifications and s122 
contracts.  

The Office of the Special Commissioner will provide further data in due course, including a 
summary of applicant pools and findings from a research project.  

Identifying where potential inequities may occur 
The following prompts might assist in your analysis, starting with where are possible inequities 
occurring: 

• Consider the executive classification level wholistically. Is there a concentration or bunching of 
men or women at the top of the classification levels, or at the bottom of the levels? (See table 
3.1).  

• Is there any level that does not include members of a specific gender/s at all? Consider the 
implications this may have on broader representation. 

• Consider S122 contracts, and gender and equity patterns (e.g. whether they are offered to more 
men than women, and whether they are offered higher up the classification levels)? 

Identifying potential causes of inequity 
Once you have identified the potential inequities, consider how to answer the second question of 
what might be causing them. What evidence do you have at hand, or what potential data might be 
useful? 
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Section 4 Organisational structure 

This section disaggregates the data by organisational unit as recorded in MOHRI. This looks 
beyond overall data for the agency and provides another lens through which to consider 
concentrations or potential inequities across different organisational units in your agency 

Table 4.1 focuses on gender, and other tables focus on other diversity target groups. 

Identifying where potential inequities may occur 
Use the following prompts to assist in your analysis, starting with where possible inequities are 
occurring: 

• What is the overall gender representation across organisational units? Based on current agency 
knowledge, what are the reasons that could be contributing to these patterns (e.g. does one 
division contain a particular occupational group)? (See table 4.1)  

• Are any concentrations in employee headcount in particular classification levels? Is the 
distribution of gender within this classification like overall agency composition? If not, consider 
why. (See table 4.1)  

• Consider how to investigate other reasons beyond occupational differences. 
• Consider the representation of other key diversity groups across classifications and whether 

gender exacerbates any inequalities (see table 4.2, 4.3, 4.4, 4.5). 

Identifying potential causes of inequity 
Once you have identified the potential inequities, consider how to answer the second question of 
what might be causing them. What evidence do you have at hand, or what potential data might be 
useful? 

Section 5 Occupation  

This section focuses on occupational data, according to the key Australian and New Zealand 
Standard Classification of Occupations level 1 categories. Again, this is another lens through 
which to consider your workforce and potential inequities or causes of gender pay gaps.  

By examining the composition of the workforce across occupations, analysts can begin to 
understand occupational segregation for women within the agency, and identify roles where 
special measures might be warranted, or where job values might require review.  

Identifying where potential may inequities occur 
Use the following prompts to assist in your analysis, starting with where are possible inequities are 
occurring: 

• What is the representation of men and women across occupational groups? Can you identify 
any group as male-dominated, female dominated or mixed (e.g. 40–60 per cent of each 
gender)? (See table 5.1) 

• Within those occupations, are women gaining equal access to higher level and leadership 
positions, or are they concentrated in lower-level positions? (See table 5.2 and 5.3) 

• Is there scope for review of the value of particular occupational groups? 
• Once you have identified the potential inequities, consider how to answer the second question of 

what might be causing them.  
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Section 6 Employment security 

This section focuses on employment security. This is a government priority, as well as an 
important factor in women’s participation and economic security.  

Table 6.1 provides employment security across classification levels by gender. This provides an 
opportunity to review whether security is lower for one gender or at some classification levels. 

Identifying where potential inequities may occur 
Use the prompts to assist in your analysis, starting with where are possible inequities are 
occurring: 

• Are there similar rates of temporary and casual employment across all genders and across 
classification levels? Where are the pockets of highest insecurity and are both genders affected 
equally? (See table 6.1) 

• Consider your agency conversions data. Are conversions being applied to both men and women 
at proportionate rates? Have previous conversions contributed to greater job security, or is it 
being applied to individuals and not resolving underlying and ongoing insecurity? 
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Section 7 Flexible working arrangements  

This section outlines various flexible working arrangements. The availability and uptake of formal 
flexible working arrangements is a key factor in the retention and career progress for women, to 
ensure that employees with children can balance child-rearing and work more equally.  

Table 7.1 outlines part-time employment and break down by organisational unit. 
Table 7.2 outlines carer’s leave taken.  
Table 7.3 outlines parental leave. 

Identifying where potential inequities may occur 
Use the following prompts to assist your analysis of gender patterns in access: 

• To what extent are men and women accessing part-time work, and does this vary across 
classification levels? (See table 7.1). 

• How does it vary across organisational units? 
• To what extent are men and women accessing carer’s leave, and does this vary by classification 

level? (See table 7.2)  
• To what extent are there gender and classification differences in access to parental leave? 

Differences across classification levels may not be a sign of inequity, given that there can be 
some correlation between age and classification level. (See table 7.3) 

• To what extent do men and women have flexible working arrangements in place and does this 
vary across gender and across classification levels?  

• Consider other data sources held within your agency, such as cultural leave and flexible working 
arrangements. What patterns emerge? 

Identifying potential causes of inequity 
Consider organisational culture or informal practices that discourage men from accessing forms of 
leave, or from women at higher levels accessing part-time work arrangements? Are there particular 
occupational groups where flexible has been considered more difficult, which could be reviewed? 

Working for Queensland survey results contain many questions relating to flexible working 
arrangements and can be reviewed for gender and other target groups, as well as across higher 
and lower classification levels.  

Survey items relating to flexible work: 

Q20 Do you currently use any of the following flexible work options?  
Q20a Have you made a request regarding flexible work arrangements in the last 12 months? 
Q20b Was your request for flexible work arrangements, declined or granted? 
Q20c Why haven’t you made a request to change your work arrangements? 
Q20d Do you work shift work? 
Q20e Do you have the opportunity to contribute to the design of the shift work schedule or roster?  
Q24j People in my workgroup work together so flexible working meets individual & business 

needs 
Q29h My manager proactively discusses flexible work arrangements with my workgroup 
Q31j My commitment to this organisation would be questioned if I chose to work flexibly* 
Q34g Your ability to access and use flexible work arrangements.  
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Section 8 Separations 

This section provides a snapshot of separation rates across classification levels and gender. By 
having more in-depth figures around the rate of separations and apparent attrition within the 
organisation, agencies can begin to identify gender specific patterns.  

Table 8.1 provides separations by classification and by gender.  

Tables 8.2 – 8.5 provide separations for other diversity target groups. 

Identifying where potential inequities may occur 
The following prompts might assist in your analysis, starting with identifying gender differences in 
separation patterns: 

• Are the gender differences in resignation rates, overall and classification levels? (See table 8.1) 
• Are there gender differences in other types of organisation-initiated separations, overall and 

classification levels? (See table 8.1) 
• Consider how other diversity areas are faring. Are there potential inequities, both for the target 

group and within men and women in that target group? (See 8.2, 8.3, 8.4, 8.5) 

Identifying potential causes of inequity 
Once you have identified the potential inequities, consider how to answer the second question of 
what might be causing them. What evidence do you have at hand, or what potential data might be 
useful?  

Separations can be a sign of positive factors (such as opportunities) or less positive factors such 
as lack of career paths or organisational culture factors. 
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Section 9 Health, safety and wellbeing  

Sick leave can be an indicator of the physical and psychological health and wellbeing of staff. 
This data provides the opportunity to review any gender differences and consider sick leave 
rates. 

Table 9.1 reflects sick leave. 

Identifying where potential inequities may occur 
Use the prompts to assist in your analysis, starting with identifying gender differences in separation 
patterns: 

• What patterns are evident? Are there differences by gender across classification levels?  
• What might be the factors behind these differences, and how might causes be identified? 
Consider other data sources such as: 

• workers compensation absences 
• conduct and performance data that might indicate reporting of sexual harassment and 

harassment.  
Working for Queensland survey results will be useful in considering any differences across gender 
and other target groups. 

In the 2021 WfQ survey, the following items relate to wellbeing: 

Q31g In my organisation, senior leaders clearly consider the wellbeing of employees to be 
important 

Q31h The wellbeing of employees is a priority for my organisation 
Q22g My job gives me a feeling of personal accomplishment  
Q23a I am overloaded with work  
Q23b I feel burned out by my work  
Q23e My work has a negative impact on my health*  
Q23f My work contributes positively to my quality of life 
Q25a My workplace has an inclusive culture where diversity is valued and respected 
Q25j I am able to speak up and share a different view to my colleagues and manager 
Q31i My responsibilities outside of work restrict my opportunities for promotion. 
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Section 10 Recruitment  

This section contains some indicative data about recruitment patterns. As a proxy measure, the 
data captures employees with tenure less than one year (i.e. commenced in agencies in the last 
12 months). 

Table 10.1 provides MOHRI data on employees with tenure less than 12 months. 

Identifying where potential inequities may occur 
Use the prompts to assist in your analysis, starting with identifying gender differences in separation 
patterns: 

• Are the gender differences in recruitment rates, overall and classification levels?  
Working for Queensland survey results may also assist to identify different experiences for women 
and other target groups. In the 2021 WfQ survey: 

Q31e asked whether recruitment and promotion decisions in this organisation are fair.  
Q32b Gender is not a barrier to success in my organisation 
Q32a-e Age/sexual orientation/disability/cultural background are not barriers to success in my 

organisation 
Q32g Women and men have equal access to work experiences that support career progression
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