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Reading this report
Key terms 
Throughout this report, the following terms 
are used: 

 • Diversity: Diversity refers to the visible 
and invisible characteristics that make 
people unique. Gender is just one 
aspect of diversity, and the subject of 
this report. However, research shows 
boards perform better when they include 
the best people with a diverse range of 
perspectives and approaches, and this 
value-add is not limited to gender alone.1 

 • Inclusion: Previous research by Deloitte 
has shown that feelings of inclusion are 
comprised of perceptions of: (1) fairness 
and respect; and (2) value and belonging. 
The highest level of inclusion is when 
people feel safe to speak up even when 
they have a different point of view to 
the majority (“psychological safety”). 
These feelings of inclusion are separate 
concepts and build upon each other 
sequentially.2

 • Boards: The generic term ‘boards’ refers 
to the various boards, advisory groups, 
committees and other governing entities 
which provide leadership and have 
oversight of Queensland Government 
bodies, Private sector and Non-For-Profit 
(NFP) boards. 

 • Decision-makers: The generic term 
‘decision-makers’ refers to individuals, 
such as chairs, board members and 
those who have the authority to make 
decisions that directly influence the 
gender representation of the board and 
the boardroom environment. 

 • Gender parity: Often used inter-
changeably with “gender balance”, it 
refers to an equal representation of 
women and men in a given context, 
for the purposes of this report this is 
representation on boards.

Research methodology 
The insights presented in this report are 
informed by the research conducted by 
Deloitte, all of which can be found in the 
extended research report. Specifically, 
Deloitte Access Economics under took the 
following research: 

01. Secondary research – a literature scan 
for high-level and thematic findings was 
used to inform the primary research.  

02. Primary research – including:
A. Economic modelling: An overview 

of the economic modelling process 
undertaken by Deloitte Access 
Economics is contained in the 
Extended Research Report Toward 
Gender Parity: Women on  
Boards Initiative.

B. Survey: In September 2016, 
Deloitte Access Economics sent 
a survey to 149 Queensland 
Government boards representing 
1,829 members. In total, 149 
board members responded across 
48 boards (12% response rate). 
Deloitte Access Economics has 
determined that the results are 
reasonably reflective of Queensland 
Government boards for the topic of 
gender parity, although the results 
should not be applied to other 
forms of inquiry. The survey sample 
was checked for any potential 
sample bias and Deloitte Access 
Economics determined that the 
sample had similar characteristics 
as the targeted boards. There is a 
7.5% margin of error in the results, 
at the 95% confidence interval, 
which is considered acceptable. 

C. Stakeholder consultations: 
Consultations were held with 
members of Queensland 
Government boards to better 
understand barriers to, and 
strategies for, achieving board 
gender parity. 

D. Recruiter focus group: In September 
2016, a focus group was conducted 
with 20 public sector employees 
that have direct involvement with 
the recruitment process within 
Queensland Government boards, 
to identify their experiences with 
finding and placing women  
on boards. 

1. Bourke, J. (2016) ibid. 
2. Deloitte (2013) ‘Waiter, is that inclusion in my soup? A new recipe to improve business performance’.
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Around the world, interest in the 
representation of women on boards is  
at an all-time high. And Queensland is  
no exception. 

Despite the positive changes to women’s 
status and roles made over the past 
century, gender inequality persists in 
our community3. This includes women’s 
representation in senior leadership 
positions, such as boards. However, 
the case for change is as much about 
improving business performance as it is 
about gender equality. Put simply, boards 
perform better when they include the best 
people with a diverse range of perspectives 
and approaches4 within an inclusive culture.

It is this insight that led the Queensland 
Government to set a target of 50 percent 
representation of women on government 
boards by 20205: 

It is a bold and ambitious target. But it is 
one with merit, as the research undertaken 
for the Toward Gender Parity: Women On 
Boards Initiative clearly demonstrates. 

This research, undertaken by Deloitte on 
behalf of the Department of Communities, 
Child Safety and Disability Services, is one 
of a suite of Women on Boards initiatives 
aimed at helping Queensland boards 
increase the representation of women7. 
The methodology included a literature 
scan, economic modelling, consultation 
and a survey of Queensland Government 
board members. 

In short, the research shows that the case 
for change in Queensland is strong. The 
economic modelling by Deloitte Access 
Economics reveals that gender parity on 
Queensland boards will deliver $87 million8 
in productivity gains without any additional 
workers or hours worked. 

The literature scan identified a strong 
connection between gender diversity 
on boards and board (as well as 
organisational) performance.  
Those findings were confirmed and 
extended via findings from a survey of 
Queensland Government board members. 
In particular, boards with gender parity 
(i.e. 50/50) – were much more likely to be 
identified as high performing9 - and survey 
respondents where much more likely to 
identify the environment as one committed 
to diversity and being highly inclusive.

Introduction
Having more diversity on 
boards is good business 
sense and this is reflected 
in the bottom line of 
companies with women 
at the top table. Here 
in Queensland, we can 
lead the way as a strong 
voice for women in 
leadership roles across the 
workforce, while increasing 
productivity and growing 
our economy.”  
Minister for Women, the Honourable 
Shannon Fentiman, 29 July 20156

“
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Conversely, low performing boards had 
a much lower representation of women, 
if indeed they had any women at all. 
Not unexpectedly they had low levels of 
commitment to diversity. However, board 
members felt high levels of personal 
inclusion and that makes intuitive sense. 
When board members are very similar 
to each other, it’s easy to feel a sense of 
mutual respect and connection. 

Putting these two findings together – the 
characteristics of high and low performing 
boards – it is evident that much more value 
is created when boards comprise men and 
women who work within an environment 
that is highly cohesive and appreciates the 
value that diversity generates. 

These findings underscore the significance 
of the positive trajectory on Queensland 
Government boards: over the last 12 
months the proportion of women on 
boards10 increased by 8% (from 31% to 
39%)11. Nevertheless, while the end goal 
is within reach, the research shows that 
women continue to experience challenges 
in achieving board positions, and 12 of 17 
Queensland Government portfolios do not 
have gender parity (even if “parity” is given 
a 10% tolerance of 40/60, rather  
than 50/50). 

This report reveals that achieving change 
will require more than isolated mentoring 
and networking programs. A more 
impactful and holistic strategy is needed. 
Most importantly, achieving gender 
parity across all Queensland boards 
(Government, Private and Not-for Profit)  
will require “game changers”: more 
courageous decision-makers to step up 
and become actively involved in challenging 
the status quo. 

There are four clear insights from research 
conducted for Toward Gender Parity: Women 
On Boards Initiative. These insights quantify 
the value of board gender parity to the 
Queensland economy and clarify what it 
will take to drive change.
 
For more information about the findings see the 
Extended Research Report Toward Gender Parity: 
Women on Boards Initiative.  
www.qld.gov.au/womenonboards

Put simply, boards 
perform better when 
they include the best 
people with a diverse 
range of perspectives 
and approaches within an 
inclusive culture. 

3. Queensland’s Women’s Strategy, 2016-2021. 
4. Bourke, J., (2016) Which two heads are better than one? How diverse teams create breakthrough ideas and make smarter decisions, Sydney,  
 New South Wales: Australian Institute of Company Directors. 
5. The target applies to 239 boards designated by the Queensland Government as “in scope”. The target does not apply to the following government bodies/ 
 roles on the Queensland Register of Appointees: (i) courts and tribunals (as the target is directed at board or committee appointments); (ii) Government and  
 Non-Government ex-officio positions (as these appointments are by position); full-time or part-time statutory office holders (as the target is directed at board or  
 committee appointments); and bodies established to meet inter-jurisdictional agreements (as appointees are decided with the agreement of another State  
 or the Commonwealth). 
6. The Hon Shannon Fentiman, Gender targets can help to grow Queensland economy, Media Statement, 29 July, 2015. 
7. Further information on the Queensland Government Women on Boards initiative is contained in the Appendix. 
8. 2015/16 dollars. 
9. Broad outputs measures were developed based on guidance by the Australian Institute of Company Directors, to provide an indication of high performing boards.  
 Actual board performance was not assessed. 
10. To which the target applies. 
11. As at 30 June 2016.
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Insight 1: Gender parity delivers 
real dollar value to Queensland

The tide is turning on Queensland’s 
economy. Figures from the latest 
Queensland Treasury State Budget show 
that Queensland is expected to record 
the strongest Gross State Product (GSP) 
growth of all States, on average, over 
the forward estimates.13 This growth has 
been supported by strong economic 
fundamentals but these fundamentals 
need to continue to ensure that 
Queensland’s growth remains strong for 
future years.

The predicted success of the Queensland 
economy is built on three key foundational 
elements; Participation, Population, and 
Productivity which drive GSP.  

Figure 1 demonstrates the breakdown of 
Queensland’s GSP from 2007/08 to 2014/15 
across the three foundational elements. 

When there are changes to any of the three 
foundational elements, there is a resultant 
effect on Queensland’s GSP. As a State, 
Participation is reducing as the population 
is ageing, while Population is increasing in 
line with predicted State and international 
migration. Productivity, however, needs to 
double just to ensure our current standard 
of living remains. And therein lies the 
opportunity. 

Given its importance to long-term growth, 
any change that will improve economic 
productivity in Queensland is an important 
adjustment to make. And economic 
modelling by Deloitte Access Economics 
reveals that board gender parity can do 
just that. How is that so? 

Any change that will 
improve economic 
productivity in Queensland 
is an important adjustment 
to make. And economic 
modelling by Deloitte 
Access Economics reveals 
that board gender parity 
can do just that.”

Figure 1: Contribution to Queensland’s GSP from 2007/08-2014/1514 

Source: Deloitte Access Economics analysis based on Australian Bureau of Statistics data

Participation Population Productivity GSP

3.0%

2.0%

0.0%

-1.0%

1.0%

13. Queensland Government, Budget Strategy and Outlook 2016–17  
14. 2007/08 to 2014/15 was chosen as this is consistent with the current ABS productivity cycle.

“
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A productivity gain for Queensland 
Productivity measures the efficiency of 
the production of outputs in the economy, 
improvements in productivity result in a 
change in the value added to the economy. 
In other words we produce more with 
the same inputs and this contributes to 
economic growth.
 
If Queensland were to achieve gender 
parity on all Queensland boards, Deloitte 
Access Economics estimates that the total 
gain would be $87 million,15 which is the 
equivalent of a 0.12% increase in GVA, and 
a 0.03% increase in GSP. 

As shown in Figure 2, mining and financial 
and insurance services are the two 
largest areas for productivity gains, with 
the remainder of the value spread out 
across other industries. This is due to 
several factors in these industries – i.e. a 
significantly higher portion of organisations 
in these industries compared with others 
which have boards, and the current low 
representation of women on these boards. 
That means that the opportunity is greatest 
in these industries, it does not imply, 
however, that industries with smaller  
gains should neglect board parity. 

At a glance, a 0.1% gain might sound 
small; however, compared to a 2.2% 
total productivity gain in 2014/15, it’s a 
worthwhile increase. This gain does not 
include other benefits identified through 
the research therefore is a conservative 
estimate of the benefits of gender parity  
on boards.

If Queensland were to 
achieve gender parity on 
all Queensland boards, 
Deloitte Access Economics 
estimates that the total 
gain would be $87 million.” 

Figure 2: GVA improvements in Queensland by industry with gender  
parity on boards ($ millions) 

$ $5 $10 $15 $20 $25 $30
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Arts and recreation services

Health care and social assistance

Education and training (private)

Public administration and safety (private)

Administrative and support services

Professional, scientific and technical services

Rental hiring and real estate services

Financial and insurance services

Information media and telecommunications

Transport, postal and warehousing

Accommodation and food services

Retail trade

Wholesale trade

Construction

Electricity, gas, water and waste services

Manufacturing

Millions

Mining

Agriculture, forestry and fishing

15. 2015/16 value

“
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Insight 4: More game changers 
need to stand up and be counted 

Inclusive environment

Depends on industry

Policies and processesBuy in over the business case

Role models

Genuine commitment from senior management

Broader search that captures more women

Large and diverse talent 

Succession planning

Reporting and measurement 

A desire by the board

Mentoring

Broader talent pool

Working life balance

Encourage women to apply

Diverse selection panel

Eliminating unconscious bias 

Details in terms of reference Government direction

Targets

Quotes
Objective focus on skill-sets

Genuine commitment from the organisation

Chair is genuinely committed

As Insight 3 shows, the commitment of 
key decision-makers is critical to achieving 
gender parity. Without it, gender parity  
will not occur and the benefits will not  
be realised. Why? Put simply, decision-
makers have the power to change the 
status quo.

The importance of commitment 
In a separate line of investigation on 
the survey data, relational tests were 
conducted on strategies for achieving 
gender parity with the actual percentage of 
women on the boards surveyed.  
This analysis identified the culture of the 
organisation and board commitment as 
the most significant predictors of women 
on boards (see figure 9). Similarly, survey 
respondents were asked to identify the 
factors that they believe are most impactful 
in achieving gender parity. Having a board 
chair that is genuinely committed to gender 
parity was amongst the top three drivers 
identified by survey respondents, along 
with an objective focus on skill-sets during 
the recruitment process and an inclusive 
board environment (see Figure 9). 

The “word cloud” below shows the most 
frequently mentioned words used in 
response to the survey question: ‘What 
factors do you believe are most impactful 
in achieving gender parity on boards?’ The 
larger the word, the more frequently it was 
referenced by survey respondents:

While 81% of survey respondents  
agreed that their board is committed to 
gender parity, there is variation in the 
strength of that perceived commitment 
(Figure 11). Specifically, just 34% of 
surveyed respondents “strongly agreed” 
that their board is committed to gender 
parity. Staying the course is hard, and 
strengthening this commitment will be 
critical to success for many Queensland 
boards as they work towards achievement 
of the gender parity targets. 

Figure 9: The top five drivers of women on boards 

0% 10% 20% 30% 40% 50% 60% 70% 80%

Our Board is committed to achieving gender party 
63%

41%
The processes and systems we have in place currently support achievements of gender parity on the Board

72%
The culture of the organisation is perceived to be inclusive of gender equality

55%
Gender diversity and inclusion are central to the organisations business strategy

55%
The culture of the industry is perceived to be inclusive of gender equality

% of respondents who ‘strongly agree’ with this statement

Figure 10: ‘What factors do you believe are most impactful in achieving gender 
parity on boards?’ 

Stepping up and changing the game
To achieve change in Queensland, more 
decision-makers, including board chairs 
and members, need to step up and change 
the game by advocating for the value of 
gender parity and challenging the status 
quo. By serving as a visible champion of 
gender diversity, decision-makers set the 
tone for broader cultural change. This is 
not a new message. There is support for 
this finding from a suite of other reports 
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22. Australian Institute of Company Directors (2016) Appointments to ASX 200 Boards as at 30 June 2016,  
 http://www.companydirectors.com.au/Director-Resource-Centre/Governance-and-Director-Issues/Board-Diversity/Statistics downloaded 25 September 2016.

Conclusion
There is a hidden powerhouse in the 
Queensland economy – it’s parity  
on boards. 

This report shows that board gender parity 
will help grow the Queensland economy by 
$87 million in productivity gains, without 
any additional workers or hours worked. 
This is, as they say, money for jam. 

This report also shows that gender 
parity improves board performance. Not 
tokenism, but gender parity. In Queensland, 
high performing Government boards 
share two core characteristics – they have 
a balance of male/female representation; 
and they have a commitment to diversity as 
well as an inclusive working environment. 
Clearly, boards perform better when they 
include the best people with a diverse 
range of perspectives and approaches,  
and where individuals feel included.  
The benefits are there for the taking.

The Queensland Government is showing 
the way by setting a target of 50/50 by 
2020. Not just setting a target – but also by 
showing they have what it takes. Uplift from 
31% to 39% is an impressive improvement. 
However, there is still work to be done 
given that 12 out of 17 Government 
portfolios have boards that do not have 
gender parity. And of course there is room 
for improvement amongst private and not-
for-profit boards as well, noting that women 
comprise only 23% of ASX boards.22

Next steps
This research report is one element of a 
suite of Queensland Government Women 
on Boards initiatives aimed at increasing 
women’s representation on Government 
boards, as well as engaging with the 
private and not-for-profit sector to increase 
numbers of women on business and 
community boards. 

This initiative will be delivered over the next 
3-years, and will include delivery of the 
following additional elements: 

01. The development of gender parity 
action plans, designed to support 
boards and other key stakeholders (e.g. 
board recruiters) to implement plans to 
facilitate achievement of targets

02. The establishment/enhancement of 
mentoring schemes, in conjunction 
with relevant industry associations and 
networks, to facilitate progression of 
women into leadership positions, and;

03. The development of mechanisms to 
better connect women with education 
and training opportunities, to help 
them gain the relevant skills and 
capabilities to take board positions as 
they emerge. 

For further information on the Women on 
Boards initiative, please go to:  
www.qld.gov.au/womenonboards
 

But what exactly will it take? 
01. Communicating the business case for 

change - including the performance 
benefits and real dollar value that 
will be delivered to the Queensland 
economy through gender balanced 
boards in all sectors

02. Attention to gender parity as well as 
inclusion – knowing that is what drives 
high performance on boards

03. Addressing board-specific barriers 
that exist through a holistic approach 
to change, underpinned by strategic 
alignment (i.e. linking gender parity 
and inclusion to business strategy), 
inclusive systems and behaviours, and 
accountability, and;

04. Personal leadership – with game 
changers stepping up and taking 
personal responsibility for improving 
gender parity in their sphere of control. 
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