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The Queensland public sector gender pay gap continues to narrow in the 
year to June 2023, and the improvement is across every agency, every 
age group, and every target group.

Queensland public sector

Gender pay equity dashboard 2023

Gender disparity across levels1,2,3 
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 AO1* AO2* AO3* AO4* AO5* AO6* AO7* AO8* SO* SES* 
plus

 Non-binary 0.00% 0.16% 0.15% 0.19% 0.42% 0.11% 0.31% 0.20% 0.03% 0.15%

 Female 23.89% 65.39% 72.00% 74.33% 66.66% 76.52% 65.11% 66.48% 68.74% 43.48%

 Male 76.11% 34.45% 27.85% 25.48% 32.92% 23.37% 34.58% 33.32% 31.23% 56.37%

*salary equivalent
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Women in leadership

two thirds of public 
sector employees 
are women, similar 
to 2022

women in leadership 
roles at SO, SES and CE 
levels, being an increase 
from 50.95% in 2022

60.20
%

32.46
%

Executive recruitment4

of appointments 
to SES positions 
are women6

of applicants for SES 
roles are women5

Gender pay gap (as if working full-time)1,8

Queensland Public Sector Pay Gap (full-time earnings) 
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Women’s average 
superannuation balances 
are 26% lower than men’s 
average superannuation 

balances

Gender pay gap by age1,6
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Women over 35 earn 
less than men

What causes the gender pay gap?8

•	 Conscious and unconscious discrimination and bias in hiring decisions
•	 Female-dominated industries historically attracting lower wages
•	 Lack of workplace flexibility
•	 Higher rates of part-time work for women
•	 Women may spend more time out of the workforce for caring responsibilities
•	 Women may have a disproportionate share of unpaid caring and domestic work

Earnings gap across target groups1,7

CALD2 men

CALD1 men

CALD2 women

Men

Men with disability 

Non-binary

Women

Women with disability

CALD1 women

Aboriginal and Torres Strait Islander men

Aboriginal and Torres Strait Islander women 14.60%
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Target groups with 
average earnings 
less than men

Queensland Corrective Services

Queensland Fire and Emergency Services

Energy and Public Works

Children, Youth Justice and Multicultural Affairs

Seniors, Disability Services and Aboriginal and 
Torres Strait Islander Partnerships

Environment and Science

Premier and Cabinet

Agriculture and Fisheries

Resources

Education

Tourism, Innovation and Sport

Justice and Attorney-General

Regional Development, Manufacturing and Water

Queensland Treasury

State Development, Infrastructure, Local Government and Planning

Communities, Housing and Digital Economy

Queensland Health

Transport and Main Roads

Queensland Police Service

Employment, Small Business and Training 11.70%
11.28%
11.25%
11.21%

9.54%
7.46%

7.16%
6.79%
6.63%
6.21%
5.99%
5.54%

2.18%
1.60%

-2.59%
-5.02%
-5.44%

-7.29%
-12.13%

-13.12%

Women earn 
less than men

Gender pay gap by agency1

Education

Highest

% of women in agencies

78.47%
Lowest

Queensland Fire and 
Emergency Services

20.27%

There is significant variation in the gender profile of 
agencies.

The gender pay gap has improved for every age group since 
2022, and there is no longer a gap for women aged 30-34.

The gender pay gap has narrowed significantly since 2022, and the sector gender pay 
gap is half that of the national gender pay gap.

The gender pay gap has reduced for every agency.

2.75

The earnings gap has improved across every target group since 
2022. In 2023, women who identified as CALD2 have moved 
into positive territory.

Our workforce profile provides more information on the diverse 
target groups.

https://www.forgov.qld.gov.au/__data/assets/pdf_file/0039/390999/queensland-public-sector-biannual-workforce-profile-mar-2023.pdf
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part-time employees, while the Queensland public sector data collection calculates income for part-time employees as 
if they were working full-time. 

Definitions

Base salary Base salary refers to the average salary of employees over a year period and does not include 
allowances.

Earnings Earnings are calculated on the salary and regular allowances paid to employees, typically 
including SES motor vehicle allowances, locality allowances and higher duties. Shift allowances 
and penalty rates can be regular allowances but not always. Average annual earnings do not 
include one-off or sporadic payments such as travelling allowances. Information on earnings is 
collected as at the quarterly snapshot date and is extrapolated over a 12-month period.

Gender pay gap The methodology for gender pay gap in the Queensland public sector is the difference between 
the average annual earnings for male and female employees, as a proportion of male average 
annual earnings. Earnings includes base salary and regular allowances. Earnings reflect 
employees’ full-time earnings (regardless of whether the employee works part‑time).

Minimum 
Obligatory 
Human Resource 
Information 
(MOHRI)

MOHRI is the methodology used for the collection and reporting of data on a quarterly basis. 
It is used to provide information on the Queensland public sector workforce profile, including 
(but not limited to) data on age, gender, occupation, employment status, location and leave.  
forgov.qld.gov.au/minimum-obligatory-human-resource-information-mohri

SO, SES and CE 
classification 
levels

SO, SES, and CE are acronyms that are used within the Queensland public sector if referring to 
senior officers, senior executive service and chief executive level. 

CALD Culturally and linguistically diverse.

CALD1 Born overseas.

CALD 2 Speak a language at home other than English.

% of women in agencies1

Percentage of total headcount – June 2023.
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Find out more

https://www.abs.gov.au/statistics/people/people-and-communities/gender-indicators#gender-pay-gap-measures
http://forgov.qld.gov.au/minimum-obligatory-human-resource-information-mohri
https://www.qld.gov.au/about/how-government-works/government-structure/public-service-commission/office-of-the-special-commissioner-equity-and-diversity



