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Acknowledgement of Country A message from our Director-General

The Department of Education acknowledges the Traditional Custodians
of this land. We extend our respect to Elders, past and present, and
Aboriginal peoples and Torres Strait Islander peoples.

Our vision is to create Queensland’s future through
early childhood education, schooling and the arts.
Achieving this vision requires capable, confident
people and responsive systems, and that means

a workforce where diversity is valued and every
employee can thrive.

We are committed to working together with Aboriginal peoples and
Torres Strait Islander peoples to close the gap. For more information,
see our Commitment Statement.

The Equity and diversity plan 2026-2029 supports
this vision by strengthening workforce participation
and removing barriers to employment and career development by creating
supportive workplaces where all employees can contribute to their full
potential.

The plan focuses on four priority areas: Respected, Connected,
Contributing and Progressing. Together these priorities support workforce
capability, employee experience and organisational performance.

Creating workplaces where everyone can perform at their best is a
shared responsibility. Through practical actions, clear accountability
and ongoing measurement, this plan will ensure the department
continues to attract, retain and develop a workforce that is well
placed to deliver outcomes for Queensland now and into the
future.

Sharon Schimming
Director-General
Department of Education

2 | Equity and diversity plan 2026-2029




Our plan

The Equity and diversity plan 2026-2029 (the plan) outlines
the actions the department will take to strengthen workforce
participation, improve employee experience and support
employees to contribute fully.

The plan supports our obligations under the Public Sector

Act 2022 (Qld) and is informed by the department'’s Equity and
diversity audit 2026, workforce data and employee feedback.
The audit examines workforce participation and employee
experience across the diversity groups identified by the Public
Sector Commission, including Aboriginal peoples and Torres Strait
Islander peoples, people with disability, people from culturally and
linguistically diverse backgrounds and women.

Governance and reporting

Implementation of this plan will be supported through existing

governance arrangements, including the Human Resources Our approach

Implementation Board and the Human Resources Decision-Making Board.

This plan focuses on practical actions to strengthen workforce
participation, accessibility, career development and employee experience.
annual equity and diversity audit reporting It is structured to support inclusive workplaces where employees are:

Progress will be monitored through

workforce diversity data » respected for who they are and able to be themselves

Hiioring o QUIEBASIEE SLIRTEY TSI * connected to their colleagues and feel they belong

School Opinion Survey results L . .
. . o * contributing their perspectives and talents to the workplace
workforce reporting and evaluation activities.

Annual audit reports will be provided to the Executive Leadership Team * Progressing in their career with equitable access to opportunities and

. . . . resources.’
for consideration and endorsement before progression to the Public
Sector Commission. Actions in this plan will be reviewed each year to Together these priorities support workforce capability, the department’s
ensure they remain relevant, achievable and aligned to departmental performance and its ability to deliver services for Queensland communities.

priorities and workforce needs.
1 Adapted from Diversity Council Australia, Inclusion Model, Sydney, 2025.
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Our workforce Aboriginal and

Torres Strait Islander

employees Employees who speak
The Department of Education is one of . - alanguage other than
Queensland’s largest employers with LIt 4% \ English at home
more than 98,000 employees working MOHRI 2.6% 12%
across schools, regions and corporate . 0 Target ¢
_ Working for Queensland ~ 3.4%
offices throughout Queensland. MOHRI 4.2%

School Opinion Survey 3.0%
The Public Sector Commission sets -
workforce diversity targets to support an
inclusive and representative public sector.
The department monitors workforce
composition and employee experience

Working for Queensland 11.2%

School Opinion Survey Not asked

Employees with

through a range of data sources, disability _
. - o . Women in
including the Minimum Obligatory @ leadershi
Human Resources Information (MOHRI) - 12% \ eadership
collection, the Working for Queensland 5 4%
survey and the School Opinion Survey. MOHRI 0 Target 60%*
; 0,
Working for Queensland ~ 11.9% OHEL 5739

Current workforce data highlights areas
of strength and identifies opportunities
to improve workforce representation and
participation across the department.

School Opinion Survey 4.7%
Working for Queensland Not asked

School Opinion Survey Not asked

* Stretch target to reflect that the department’s
workforce is 77.8% women

\\ ‘ - .
= Key workforce insights

339, Women in leadership are approaching the departmental stretch target.

G'OIO Language diversity and disability representation for non-school-based roles are close to workforce
T@Q diversity targets when measured through employee survey demographic data.

(@2 Aboriginal and Torres Strait Islander representation remains below the Public Sector Commission
target and continues to be a workforce priority.
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Focus area 1: Respected
Every employee is respected for who they are

and can be themselves at work

Reinforce expectations for respectful behaviour
and zero tolerance for discrimination, bullying
and harassment.

Improve accessibility and usability of workforce
policies, procedures, processes and resources.

Implement and promote workplace adjustments
and accessibility practices that support employee
participation and performance.

Incorporate accessibility and inclusion
considerations into all new and refurbished
infrastructure project briefs as standard practice
and report accessibility outcomes annually.

Embed refreshed and streamlined inclusion
learning in induction, Mandatory All-Staff
Training, Management Foundations and We All
Belong learning suite.

Responsibility

Executive Leadership Team
Corporate Services
Leaders

Principals

Corporate Services
Leaders
Principals

Corporate Services
Leaders
Principals

Infrastructure Services
Leaders
Principals

Corporate Services
Education Futures Institute
Leaders

Principals

HInEENES

2026-ongoing

2027-2028

2026-ongoing

2026-ongoing

2027-ongoing

al '
‘;—-—~

[ -

Measures for success

|
'\
y

Working for Queensland survey
School Opinion Survey

Percentage of key documents and
resources that align with equity and
diversity principles

Working for Queensland survey
School Opinion Survey

Number of infrastructure project
briefs that consider accessibility
and inclusion for all new work

Inclusion learning included in
induction and mandatory training
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Focus area 2: Connected
Every employee feels connected to their colleagues

and has a genuine sense of belonging

Responsibility

HIMETEMES

-

Measures for success

Monitor employee experience data, workforce
data and employee feedback to identify inclusion
and retention risks and inform continuous
improvement.

Strengthen employee voice through employee
reference groups, workforce networks and
consultation mechanisms.

Move the Workforce Diversity Census to a simple
online process to reduce barriers to participation
and improve representation data.

Support leaders and principals to build inclusive,
connected and psychologically safe workplaces
and school environments.

Develop a mentor guide with simple strategies for
inclusive and accessible mentoring, particularly
those mentoring teachers from diversity groups.

Executive Leadership Team
Corporate Services
Leaders

Principals

Corporate Services
School and Regional Operations
and Performance

Corporate Services

Corporate Services

Leaders

School and Regional Operations
and Performance

Corporate Services
Leaders
Principals

2026-ongoing

2026-ongoing

2026-ongoing

2026-2028

2026-2028

Working for Queensland survey
School Opinion Survey

Working for Queensland survey
School Opinion Survey

Minimum Obligatory Human
Resources Information

Departmental resources and
information are developed
and available for leaders and
employees

Guide and resources are developed
and implemented
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Focus area 3: Contributing
Every employee can contribute their perspectives

and talents to the workplace

Action

Responsibility

Timeframes

Measures for success

Embed inclusion considerations into workforce
planning, policy development and service design
activities.

Provide leaders with workforce diversity and
inclusion insights to support informed decision-
making.

Deliver inclusive leadership training for leaders
and aspiring leaders, and embed inclusive
leadership capability into existing programs, with

regional and remote access through online delivery.

Review and promote practical guidance on
inclusive communication, meetings and training,
including accessible language and equitable
participation.

Update the workplace adjustment procedure
to support employees with disability and their
supervisors.

Executive Leadership Team
Corporate Services
Leaders

Principals

Corporate Services

Leaders

School and Regional Operations
and Performance

Corporate Services
Education Futures Institute

Corporate Services
Leaders
Principals

Corporate Services

2026-ongoing

2027-2028

2026-2028

2026-2027

2026-2027

Working for Queensland survey
School Opinion Survey

Working for Queensland survey
School Opinion Survey

Working for Queensland survey
School Opinion Survey

Working for Queensland survey
School Opinion Survey

Procedure updated and
implemented

Working for Queensland survey
School Opinion Survey
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Focus area 4: Progressing
Every employee has equitable access to opportunities

and resources to progress in their career

Responsibility

HIMETEMES

Measures for success

Ensure leadership, career development and
mentoring opportunities are inclusive, accessible
and tailored to support our diverse and dispersed
workforce.

Implement and strengthen targeted attraction
and retention initiatives for diversity target
groups.

Monitor and report workforce diversity
representation, progression and leadership
outcomes, including representation in leadership
and higher duties and the gender pay gap.

Support hiring managers and selection panels to
improve inclusion and accessibility in recruitment
and selection processes.

Improve access to flexible and part-time work at
leadership level, including through acting and
higher duties opportunities.

Executive Leadership Team
Corporate Services
Leaders

Principals

Corporate Services
Leaders
Principals

Corporate Services

Corporate Services

Leaders

Principals

School and Regional Operations
and Performance

Corporate Services

Leaders

Principals

School and Regional Operations
and Performance

2026-2028

2027-ongoing

2027-ongoing

2026-ongoing

2026-2028

Working for Queensland survey
School Opinion Survey

Working for Queensland survey
School Opinion Survey

Minimum Obligatory Human
Resources Information

Working for Queensland survey
School Opinion Survey

Recruitment data
Working for Queensland survey
School Opinion Survey

Minimum Obligatory Human
Resources Information

Working for Queensland survey
School Opinion Survey
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