
 

 

Guide to identified roles, targeted 
recruitment and inclusive recruitment 
Queensland public sector 
This guide, for agency chief executives and HR professionals, aims to improve equity 
and diversity in recruitment within the current framework of the Public Service Act 2008 
(PS Act). 
In general, an employer must not treat a potential employee with an attribute1 less 
favourably than a potential employee without the attribute, however, there are 
circumstances where different treatment may be warranted and lawful.  
This guide outlines the options of, and differences between: 

• identified positions (general occupational requirements)  
• Targeted recruitment (equal employment opportunity [EEO] measures) 
• inclusive recruitment. 

The term diversity target group, for the purpose of this guide, means the four legislated 
EEO target groups under section 30 of the PS Act2, paraphrased below: 

• Aboriginal or Torres Strait Islander peoples 
• people with a disability 
• culturally and linguistically diverse people 
• women. 

Identified roles: genuine occupational requirements 

An identified role is one where the employer deems a person with a particular attribute 
– as provided for in section 7 of the Anti-Discrimination Act 1991 (AD Act) – is required 
to fill the role due a genuine occupational requirement.  

Usually this is due to the way in which the person undertaking that role is required to 
interact with members of the community with that attribute, and/or delivery of content, 
services or programs specific to members of the community with that attribute.  

Because of the connection to the concept of a genuine occupational requirement3 

under the AD Act, it is not discriminatory or unlawful. 

An agency’s chief executive, or their delegate, must be briefed on why it is appropriate 
for a new or existing role to be classified as an identified role. They must approve that 
only applicants from the relevant diversity target group can apply, and this then 
becomes an occupational requirement of the role. Approval must happen before a role 
is advertised. Once approved, this then becomes an occupational requirement of the 
role.  
The Recruitment and selection directive (Directive 12/20), provides: 

• a definition of identified role which includes a clear link to the relevant sections 
of the AD Act  

• that the following information about the vacancy must be disclosed when 
advertising: 

 
1 Under the Anti-Discrimination Act 1991, 16 attributes or characteristics are protected from discrimination.  
2 Section 30(4) of the Public Service Act 2008. Additional groups may be legislatively prescribed by  
regulation under this provision.  
3 Section 25 of the Anti-Discrimination Act 1991. 
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– any mandatory qualifications or conditions including, if a chief executive has 
designated a role as an identified role, the mandatory attribute(s) applicants 
must possess to be eligible for appointment. 

It is recommended that the role description is amended to reflect: 

• a clear statement of the mandatory occupational requirement  
• that people without the attribute will not be considered 
• if any evidence of the attribute4 may be requested or required, and the nature 

and timing of that evidence (e.g. completion of a declaration of evidence of the 
attribute on offer of employment).  

The job advertisement should contain similar information and consideration should be 
given to clearly stating in the advertisement’s title that it is an identified role (e.g. Policy 
Officer (identified role: persons with lived experience of disability). 

Targeted recruitment: equal employment opportunity measures  
Where a position does not meet the requirements for being an identified role (i.e. 
having the attribute cannot be properly characterised as a genuine occupational 
requirement), an agency has the option to undertake targeted recruitment through EEO 
measures.  
Genuine occupational requirements and EEO measures are separate concepts in the 
AD Act and are established to achieve different purposes.  
The former is about better meeting a service group’s needs, the latter is about the 
applicant’s diversity group and improving the representation of that diversity group in 
an organisation.  
A targeted recruitment process relies on the concept of EEO measures to enable a 
chief executive to limit advertising, and therefore an applicant pool, for a particular role 
to people with a particular attribute.  

The PS Act also has EEO obligations regarding the four diversity target groups5. These 
measures are lawful as a means to: 

• remove barriers to employment opportunities 
• address underrepresentation of diversity target groups 
• assist in meeting diversity targets within an organisation6.  

Special measures to support the recruitment of under-represented groups are not 
discrimination (protected by section 105 of the AD Act) does not require an 
exemption application to be made under section 113 of the AD Act. They can be 
progressed subject to evidence from data and a business plan or equity plan as 
outlined in the Directive. 

A role that relies on EEO measures for advertising and recruitment should not involve 
specific duties connected to a person with that attribute (that is, aside from the limits to 
advertising, it should look identical to other roles within the agency).  

In deciding whether to limit advertising for the purpose of EEO measures, a chief 
executive, or their delegate, should ensure that proper consideration has been given to 
the factors set out in clause 6.9 of Directive 12/20, which enables advertising to be 
limited in certain circumstances.  

 
4 For Aboriginal and/or Torres Strait Islander identified roles, referring to the guideline: Evidence of attribute - 
Aboriginal and/or Torres Strait Islander identified roles | For government | Queensland Government 
5 Section 30 of the Public Service Act 2008. 
6 Section 105 of the Anti-Discrimination Act 1991.  

https://www.forgov.qld.gov.au/employment-policy-career-and-wellbeing/directives-policies-circulars-and-guidelines/evidence-of-attribute-aboriginal-andor-torres-strait-islander-identified-roles
https://www.forgov.qld.gov.au/employment-policy-career-and-wellbeing/directives-policies-circulars-and-guidelines/evidence-of-attribute-aboriginal-andor-torres-strait-islander-identified-roles


 

3 

The Australian Human Rights Commission provides additional guidance, identifying 
circumstances where an employer can put in place a targeted recruitment, and for it to 
be lawful under relevant discrimination laws. This includes where: 

• it is necessary because members of the attribute group are disadvantaged 
because of their attribute 

• it will have the effect of promoting equal opportunity for that group 
• its sole purpose is to promote equal opportunity for that group and will be done 

in good faith by the employer 
• it is reasonable and proportionate (including reasonably likely, appropriate and 

adapted to achieve its purpose) 
• it will stop when the purpose is achieved (i.e. the employer will not keep doing 

closed merit where representation is achieved).7  
Factors in Directive12/20 and the above criteria should be considered and documented 
by the chief executive, or appropriate delegate, in approving a decision to limit 
advertising for the purpose of EEO measures. This must happen before to advertising.  
With regards to the role description, this should remain unchanged. This is because the 
targeting is in the recruitment process and having the attribute is not an inherent 
requirement for the proper performance of the role. 
It is recommended that advertisements contain details of the targeted recruitment 
process including:  

• a clear statement that it is a targeted role for a diversity target group, and the 
legislative head of power that is being relied on (e.g. This recruitment process is 
targeted to women, as an equal opportunity measure in accordance with section 
105 of the Anti-Discrimination Act 1991, to support diversity in this organisation) 

• a clear statement that people without the attribute will not be considered for the role 
(e.g. This recruitment process is only open to applicants who identify as being 
Aboriginal or Torres Strait Islander, people without this attribute will not be 
considered.) 

• if any evidence of the attribute may be requested or required, and the nature and 
timing of that evidence (e.g. A Declaration of Evidence of the attribute may be 
required by the successful applicant on offer of employment).  

• providing information in the advertisement title (e.g. Policy Officer (Targeted Role - 
identified role: persons with lived experience of disability) to make it visible to 
potential applicants.  

As there can be confusion between identified roles and targeted recruitment/EEO 
measures, agencies may consider making it clear to applicants, in the advertisement 
as well as prior to interview, whether the position will have limited or no duties 
specifically tied to being from that diversity group/persons with those attributes.  
This  will ensure an applicant has a realistic job preview and can properly understand 
how this might differ from if they sought an identified position.   
  

 
7 See ‘Targeted Recruitment of Aboriginal and Torres Strait Islander People; A guideline for employers’ (2015), 
Australian Human Rights Commission at https://humanrights.gov.au/our-work/aboriginal-and-torres-strait-islander-
social-justice/publications/targeted-recruitment . 

https://humanrights.gov.au/our-work/aboriginal-and-torres-strait-islander-social-justice/publications/targeted-recruitment
https://humanrights.gov.au/our-work/aboriginal-and-torres-strait-islander-social-justice/publications/targeted-recruitment
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Inclusive recruitment practice 
Inclusive recruitment practice refers to any other measure to support representation of 
diversity target groups that are not provided for, or limited by, the legislative 
frameworks that relate to recruitment and selection. Examples include:  

• wording in the advertisement expressly encouraging applicants from one or 
more diversity target groups 

• providing instructions and directions to recruitment agencies around the 
importance of attracting and supporting a diverse range of applicants in any 
applicant pools 

• working with an advocacy or not-for-profit organisation to share advertisements 
or encourage applicants from a particular diversity group 

• where an advertisement encourages recruitment from a particular group, any 
applicant who identifies as being part of that group and who meets the criteria 
to fulfil the duties will be given the opportunity to interview for that role. 

 
To clarify any elements of this advice, HR practitioners can use the CaPE and HR 
online enquiry form. 
 
For assistance in broader equity and diversity planning, direct enquiries to the Office of 
the Special Commissioner, Equity and Diversity: osc@psc.qld.gov.au.  
 

https://qldpsc2.smartersoft-integra.com/capeandhrassist
https://qldpsc2.smartersoft-integra.com/capeandhrassist
mailto:osc@psc.qld.gov.au

