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Foreword from the Acting Under Treasurer
Queensland Treasury promotes a safe, healthy, and supportive workplace, where people feel welcome, a sense of 
belonging, and are comfortable bringing their whole self to work. We embrace inclusion, diversity, and accessibility and are 
committed to building a workplace that is representative of the community we serve.

Continuing to challenge and break down the barriers that encumber our ability to build an equitable, diverse, and inclusive 
workplace is everyone’s responsibility. In doing this we can create a sense of belonging and an understanding of our 
purpose and meaning within the workplace. 

This plan, and the equity and diversity audit that informed it, are a significant step forward in our commitment to increase 
our understanding of the experience of diversity target groups in order to develop effective strategies to increase their 
representation1  

Past approaches to equity, diversity, and inclusion often focused on visible characteristics, but we know it is much more. 
We consider many things such as cultural background, disability, gender, sexual orientation, experiences, age, and 
professional identity among many other things. Creating safe and healthy workplaces where diversity of thought is both 
welcomed and valued contributes to capability building and development that enables Treasury to drive government 
priorities through our expert advice and services and our vision of a strong economy for all Queenslanders.

Through this plan we will identify and implement meaningful actions that will address the observations made to ensure 
that Queensland Treasury maintains its commitment to equity, diversity, and inclusion.

Maryanne Kelly

1. Queensland Treasury Strategic Workforce Plan 2022-26
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Introduction
Queensland Treasury prides itself on having a culture of equity, diversity, and inclusion. Treasury is committed to building a safe, healthy, and inclusive workplace 
for our people where we retain and grow our existing talent and be sought after by a diverse range of candidates as a great place to work.

Treasury welcomes diverse opinions and perspectives; individual differences are recognised and valued; our diversity is seen as an opportunity to learn together 
and enhance our capability; individual talent is nurtured, and leadership opportunities are available to anyone who has the capability and drive to seek that path. 

It is essential that Treasury continues to review and progress equity, diversity, and inclusion across the agency to ensure that our people feel valued and respected 
and equipped for the future. The Queensland Treasury Equity, and Diversity Audit 2022 identified several areas for improvement which Treasury will address 
through this action plan to ensure that our commitment to equity, diversity, and inclusion is maintained and continuously improved.

In addition to those actions detailed within this plan Treasury is undertaking a range of activities outlined in:

• the Aboriginal and Torres Strait Islander Cultural Capability Action Plan 2019-2023
• the Disability Services Plan 2021-23
• the Multicultural Action Plan 2022-23 to 2023-24

To assist in maintaining a workforce that is reflective of the community we support Treasury has set the following diversity targets:

A note about this plan
The Equity and Diversity Action Plan forms part of Treasury’s Strategic Workforce Plan and Equity, Diversity and Inclusion Framework, detailed on page four. The 
Framework summarises Treasury’s commitment to equity, diversity and inclusion and provides a reference to individual plans which are linked to Queensland 
Government plans. The observations made during the Queensland Treasury Equity and Diversity Audit 2022 relating to First Nations and disability will be aligned 
with the specific plans to reduce duplication and ensure the actions are addressed accordingly. Several actions identified in this plan are identified in the Strategic 
Workforce Plan and actions.

This plan replaces the Queensland Treasury Gender Equity Strategy 2017.

This plan will be reviewed annually and may be amended at any time, having regard to the most recent equity and diversity audit report.

Our Diversity Targets for 2023-2026

Aboriginal and Torres Strait Islander peoples  4%

Women in leadership 50%

People with disability 12%

Culturally and linguistically diverse people (CALD2) 12%



Queensland Treasury is committed to building an equitable, diverse, and inclusive workforce where people of all ages, backgrounds, 
and capabilities can feel safe, valued and respected.

We embrace the different skills, experiences and insights of our employees and the benefits that come from having a diverse 
workforce. We will achieve this through the development and implementation of tangible actions and outcomes which are enabled 
through our action plans and strategies. 

Queensland Treasury Equity, Diversity, and Inclusion Framework

Cultural Capability Action Plan 2019 – 2023
Queensland Treasury’s vision is to provide efficient, effective and 
responsive services to Aboriginal and Torres Strait Islander peoples 
is underpinned by five principles:

1 Valuing Culture
2 Leadership and Accountability
3  Building cultural capability to improve economic participation
4  Engagement with Aboriginal and Torres Straits Island peoples 

and business
5  Culturally responsive systems and services

Multicultural Action 
Plan 2023-24
Queensland Treasury recognises 
the capacity and organisational 
growth that can be gained by 
embracing and valuing the 
contributions of people from 
culturally and linguistically diverse 
(CALD) backgrounds. 

Disability Service Plan 
2021-23
Queensland Treasury is committed to 
increasing the awareness, attraction, 
representation, and employment of 
people with disability by providing an 
accessible and safe workplace where 
people can thrive.

Queensland Government 
Reconciliation 

Action Plan 
2023-2025

Queensland Government 
Multicultural 
Action Plan 
2023-2025

Queensland Public Sector 
Inclusion 

and Diversity Strategy 
2021-2025

Queensland 
Women’s Strategy 

2022-2027

Queensland Public 
Sector LGBTIQ+ Inclusion 

Strategy 
2023-2027

Queensland’s  
Disability Plan  

2022-2027

Reframing the Relationship 
with Aboriginal and Torres Strait 
Islander Peoples Plan 2023-26
Queensland Treasury commits to reframing 
the relationship with Aboriginal and Torres 
Strait Islander peoples by recognising 
and honouring them as the first people of 
Queensland and engaging in truth-telling 
about the shared history of all Australians. 

Our Diversity Targets for 2023-2026

Aboriginal and Torres Strait Islander peoples  4%

Women in leadership 50%

People with disability 12%

Culturally and linguistically diverse people (CALD2) 12%

Queensland Treasury Strategic Workforce Plan
Equity and Diversity Action Plan 2023-26

Queensland Treasury will use an evidence-based approach to identify inequity and address areas where gender under representation may be present

Equity, Diversity, & Inclusion Steering Committee

First Nations Peer Group**
Executive First Nations Champion

CALD Reference Group *
Executive CALD Champion

Gender Equity Reference Group *
Executive Gender Equity Champion

Disability Reference Group *
Executive Champion for Disability

** Permanent consultative and advisory group      *   Non-permanent specific purpose consultative and advisory group
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Diversity 
target group Observation Action Outcome Measure of success Responsible area

W
om

en
 in

 le
ad

er
sh

ip
Percentage of women in 
leadership roles (SO and 
above) is below the 50% 
target.

Identify barriers through 
analysis of existing WfQ and 
OSC data, and engagement with 
target group as needed.

Understanding of issues/
barriers for the development of 
strategies and actions.

Increase in percentage of 
women in SO level and above 
towards the target of 50% of 
women in leadership, measured 
six-monthly (Sep & Mar).

People and Culture

Develop strategies and 
implement actions from 
evidence gathered that supports 
the progression for women to 
SO and above.

Action plan established aligned 
to findings from consultation.

Reduction in gender pay gap 
(currently 7.45%) attributable 
to increase in progression of 
women into senior leadership 
positions measured six-monthly 
(Sep & Mar).

Managers supervising staff 
within target group.
People and Culture

Increasing proportion of women 
candidates applying for SES 
positions (target 50%)

Appoint an Executive Champion 
for Gender Equity

Increased advocacy and support 
for gender equity initiatives

As above. People and Culture
ELT

Barriers to career progression 
for women aged over 50 years

Identify the barriers to 
progression for women aged 
over 50 through analysis of WfQ 
and OSC data and consultation 
with the target group as needed.

Develop strategies and 
implement actions from 
evidence gathered that enables 
and supports the progression of 
women aged over 50.

Increase in the career 
progression of women over 50 
years measured six-monthly 
(Sep & Mar).

People and Culture

Sharing success stories in 
Treasury channels which 
recognise and value the skills, 
knowledge, and experience of 
mature aged women

Improvements in perceptions 
of capabilities of mature 
aged women and role model 
examples to other women.

Managers who supervise staff 
within target group
Strategic Communications

Targeted opportunities for 
professional development.

Increase skills pipeline in 
readiness for roles at higher 
levels. Utilise analysis through 
the PDA process to identify 
learning and development 
opportunities.

Managers who supervise staff 
within the target group
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Diversity 
target group

Diversity 
target group Observation Action Outcome Measure of success Responsible area

Fi
rs

t N
at

io
ns

Percentage of First 
Nations employees 
(1.5%) is below the 
2022 and 2026 target

Identify why there are low numbers 
of First Nations employees within 
Treasury through consultation and 
engagement via the Treasury First 
Nations Peer Network, current 
Treasury First Nations employees 
and feedback from Working for 
Queensland 

Co-design and implement an 
Aboriginal and Torres Strait Islander 
attraction and retention strategy 
based on the feedback provided 
by the Treasury First Nations Peer 
Network and current Treasury First 
Nations employees, and Elders.

Increase in employees who 
identify as Aboriginal and 
Torres Strait Islander toward 
the target of 4% measured six-
monthly (Sep & Mar).

People and Culture

Engagement and consultation 
with Aboriginal and Torres Strait 
Islander Elders to provide a broader 
perspective on recruitment and 
retention of First Nations peoples in 
the government context

Feedback and advice utilised to inform 
and shape recruitment and retention 
strategies for Aboriginal and Torres 
Strait Island peoples including the 
development of cultural capability 
and safety training for leaders and 
managers within Treasury2  

Increase in awareness and 
cultural capability of leaders 
and managers across Treasury

People and Culture
Treasury Leaders and 
Managers
First Nations Peer 
Network
First Nations Champion

Low numbers of First 
Nations employees in 
roles AO7 and above 
(10.5%) and high 
concentrations of First 
Nations employees 
in entry level roles 
(57.9%)

Engage with Aboriginal and Torres 
Strait Islander employees through the 
Treasury First Nations Peer Network 
to identify any barriers and develop 
culturally safe solutions to enable 
career progression 

Co-design and implement an 
Aboriginal and Torres Strait Islander 
retention strategy that considers 
career progression based on the 
feedback provided by the Treasury 
First Nations Peer Network and First 
Nations employees, and Elders.

Increase in career progression 
of Treasury’s First Nations 
employees beyond entry level 
roles and AO7 measured six 
monthly (Sep and Mar) through 
the QDAP QT HR dashboard

People and Culture
First Nations Peer 
Network
First Nations Champion
First Nations employees

Continue to support the professional 
development of First Nations 
employees through the Career 
Pathways program3  

Increase skills pipeline in readiness 
for roles AO8 and above.

As above Managers who 
supervise First Nations 
employees.
People and Culture

Appoint an Executive Champion for 
First Nations

Increased advocacy and support for 
First Nations initiatives

Improvement in Working for 
Queensland results

People and Culture
ELT

Less favourable 
feedback concerning 
fair treatment and 
transparent processes 
for recruitment 
activities

Ensure that Panel Chairs and 
members are trained and aware of 
their responsibilities in relation to 
inclusive recruitment.

Recruitment strategies are focussed 
on recruiting a diverse and high-
performing public sector workforce, 
enabled through transparent and 
contemporary selection processes

Improvement in employee 
perceptions (Working for 
Queensland results)

People and Culture
Panel Chairs and 
Members

2. As per RAP/CCAP action 2.1.1.2
3. See CCAP 2019-2023 Action 3.1.1
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Diversity 
target group

Diversity 
target group Observation Action Outcome Measure of success Responsible area

Pe
op

le
 w

ith
 d

is
ab

ili
ty

Percentage of people with 
disability (6.3%) is below 
2022 and 2026 targets

Ensure recruitment panels 
are provided with sufficient 
training/support in relation 
to recruiting people with 
disability including reasonable 
adjustment4

Recruitment practices 
and supports reflect the 
requirements of recruitment 
and selection directive 
(07/23) in relation to inclusive 
recruitment

Increase in numbers of people 
with disability toward 12% 
target measured six-monthly 
(Sep & Mar).

People and Culture

Partner with disability 
employment organisations to 
provide employment pathways 
for people with disability5

Engage with specialist 
recruitment services such as 
“the Fields” to market Treasury 
employment opportunities to 
people with disability

Increase in numbers of people 
with disability toward 12% 
target measured six-monthly 
(Sep & Mar).

People and Culture

Engage and consult with 
Treasury employees with 
disability to develop new 
Disability Service Plan and 
obtain perspectives and 
feedback on strategies 
and initiatives to increase 
attraction and retention of 
people with disability.

Utilise the outcome of 
consultation to develop 
initiatives to increase attraction 
and retention of people with 
disability co-designed by 
employees with disability.

Increased representation of 
people with disability toward 
12% target measured six-
monthly (Sep & Mar).

People and Culture

Appoint an Executive 
Champion for People with 
Disability

Increased advocacy and 
support for accessibility and 
disability inclusion initiatives

Improvement in Working for 
Queensland results.

People and Culture
ELT

Gender pay differences in 
people with disability in 
average annual earnings

Support the career progression 
of employees with disability 
through targeted opportunities 
for professional development6  

Increased opportunities and 
progression of people with 
disabilities within Treasury

Increase in progression of 
people with disabilities

People and Culture

Less favourable feedback 
concerning fair treatment and 
transparent processes for 
recruitment activities

Ensure that Panel Chairs and 
members are trained and 
aware of their responsibilities 
in relation to inclusive 
recruitment strategies.

Recruitment strategies are 
focussed on recruiting a 
diverse and high-performing 
public sector workforce, 
enabled through transparent 
and contemporary selection 
processes. 

Improvement in Working for 
Queensland results

People and Culture
Panel Chairs and Members
All leaders and managers

4. See DSP 2021-2023 Action 2.2
5. See DSP 2021-2023 Action 7.1
6. See DSP 2021-2023 Action 7.1 
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Diversity 
target group

Diversity 
target group Observation Action Outcome Measure of success Responsible area

Al
l

Inconsistent support for the 
application of flexible work 
arrangements in some areas of 
Treasury

Reinforce the positive intent and 
outcomes of the Flex Connect 
Framework to all people managers 
and their staff within Treasury

Greater awareness and 
application of the flex connect 
framework within Treasury

Increase in Treasury staff 
perception of being able 
to utilise flexible work 
approaches confirmed 
through annual Working for 
Queensland survey results.

All managers to familiarise 
themselves with the flex-
connect framework.
People and Culture

Perceptions of fair and 
equitable nature of backfilling 
and recruitment processes

Ensure that panel chairs 
and members are aware of 
and supported to meet their 
responsibilities in relation 
to inclusive and transparent 
recruitment strategies in line with 
PSC Directive 07/23 Recruitment 
and Selection  

Recruitment strategies are 
focussed on recruiting a 
diverse and high-performing 
public sector workforce which 
is enabled through transparent 
and contemporary selection 
processes. 

Increase in trust and 
satisfaction with Treasury 
recruitment processes 
evidenced through improved 
Working for Queensland 
results.

People and Culture
Recruitment Panel Chairs 
and Members
All leaders and managers

Continue to promote and facilitate 
training for selection panels that 
includes recruitment strategy, 
unconscious bias, reasonable 
adjustment, and candidate care

Greater transparency 
awareness, and understanding 
of recruitment strategies 
including the application of 
recruitment and selection 
directive among all staff 
participating in panels

Decrease in perception that 
recruitment decisions are not 
seen as fair and equitable as 
measured in the Working for 
Queensland survey.

People and Culture
All leaders and managers

Barriers to disclosure of 
diversity data in the payroll 
system (Aurion ESS)

Seek to identify the reasons some 
Treasury employees are reluctant 
to disclose their diversity data, 
through direct engagement and/
or surveys  

Barriers identified and 
strategies implemented to 
increase Treasury diversity data 
capture 

Increase in Treasury diversity 
data capture

People and Culture
All leaders and managers
QSS
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Definitions
All leaders and managers – the action is a routine function of a leader and manager’s role and responsibility.

Elders – An Aboriginal (or Torres Strait Islander) Elder is someone who has gained recognition as a custodian of knowledge and lore, 
and who has permission to disclose knowledge and beliefs. Aboriginal people traditionally refer to an Elder as ‘Aunty’ or ‘Uncle’. 
However, it is recommended that non-Aboriginal people check the appropriateness of their use of these terms. In the government 
context these Elders are often consulted on matters concerning Aboriginal and Torres Strait Islander peoples to ensure decisions 
recognise and respect the cultural safety and needs of First Nations peoples. 

Executive Champion – These are Treasury Executives who have volunteered to champion and support specific equity, inclusion, and 
diversity portfolios. Currently Treasury has three champions in the areas of First Nations, Disability, and Gender Equity. A champion 
for cultural diversity is currently being sought.

Flex-connect framework – The flex-connect framework outlines the Queensland public sector (sector) commitment to agile and 
flexible work, and the principles that support successful implementation of flexible work approaches.

OSC data – refers to the research and other data produced or disseminated from time to time by the Office of the Special 
Commissioner for Equity and Diversity, Queensland Government.

People and Culture – refers to the People and Culture branch within Queensland Treasury’s Corporate Services Division, and includes 
functions such as recruitment, HR business partners, health safety and wellbeing, workforce analytics, and capability and culture. 
Depending on actions required one of more of these groups will be involved in implementation the actions. 

PSC – Refers to the Queensland Public Sector Commission.

Target group – Groups that are identified as underrepresented within the public sector and who are valued for the diversity that 
they bring to organisations through their culture, experiences, and knowledge. To ensure that government entities have a balanced 
approach to recruitment targets have been set in accordance with the Queensland Public Sector Commissions direction for four 
target groups.   

Treasury First Nations Peer Network – a peer network made up of Aboriginal and Torres Strait Islander employees who provide 
insights, advice and feedback on First Nations issues and experiences within Treasury to ensure decisions and strategies are 
considered through the lens of the First Nations peoples.
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