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A Boral Asphalt crew in the Hunter Valley, NSW

MEASURING EMPLOYEE 
ENGAGEMENT

Our divisions conduct biennial surveys to 
measure employee engagement and identify 
opportunities for improvement.

USG Boral’s 2017 AON Hewitt Employee 
Engagement Survey covered 11 countries and 
91% of its workforce. The third quartile score 
of 56/100 was a 6-point improvement on 2015. 
Employees rated USG Boral’s commitment 
to safety as one of the biggest drivers of 
engagement, with learning and development 
being the area with the largest improvement 
since 2015. The survey identified opportunities 
to improve collaboration, learning and 
development, and employee empowerment.

In September 2017, Boral Australia is again 
undertaking the McKinsey Organizational 
Health Index. The 2015 survey resulted 
in a second quartile score of 70/100 with 
improvements achieved in strategic direction, 
motivation, accountability, culture and 
climate, and innovation and learning, following 
a third quartile score of 59/100 in 20136. 
Opportunities to improve around strategy 
execution and customer focus were identified. 

In North America, a pulse survey of Boral and 
Headwaters employees was undertaken as part 
of the integration program to identify areas 
of concern and opportunity to be addressed 
during integration and beyond.

INTEGRATING HEADWATERS 
INTO BORAL NORTH AMERICA

The acquisition of Headwaters added 
4,016 FTE employees across more than 
170 operational sites. Our North American 
operations now have 7,053 FTE employees4, 
with an average age of 43 years and average 
service of 8.1 years.

Bringing together the best of Boral and 
Headwaters is a key part of the integration. 
In the first few weeks of integration, senior 
leaders held more than 80 “meet and greet” 
sessions across 60 sites with more than 
2,000 people.

OUR WORKFORCE PROFILE

As at 30 June 2017, we have 16,475 full-time equivalent (FTE) employees including 
in joint ventures (JVs), and approximately 8,200 contractors working in 17 countries and 
across a wide range of functions.

To build a transformative culture to capture growth, innovate, 
anticipate and respond to a changing world, we need an engaged, 
diverse and capable workforce led by talented leaders.
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Age profile of employees Length of service of employees
 Male (%)
 Female (%)

 Male (%)
 Female (%)

At end FY2017 Boral total Boral Australia3 USG Boral3 Boral North America4

Women in Boral 18%  13% 18% 22%  

Average length of service 8.4yrs 9.3yrs 9.4yrs 8.1yrs

Average age 43yrs 45yrs 41yrs 43yrs

20+ year veterans 12% 13% 15% 9%

Employee turnover for FY2017 15%5 15% 12% 16%5

3. Excluding joint ventures.
4. Including Meridian Brick joint venture.
5. Excluding Headwaters.

Full-time equivalent FY2017 FY2016 FY2015

Boral employees 11,4991 8,334 8,356

Boral contractors ~4,800 ~4,800 ~4,400

JV employees2 4,976 3,724 3,676

JV contractors2 ~3,400 ~3,400 ~3,000

1.  Including 4,016 FTE from Headwaters and excluding employees from Boral Bricks in the USA who are now 
included in JV employees.

2. Including USG Boral, Meridian Brick and 10 other small Australian-based joint ventures.

Employee occupations

58%
OPERATORS  
& DRIVERS

8%
CLERICAL & ADMIN

10%
TECHNICIANS  

& TRADE

9%
SALES

15%
OTHER
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DIVERSITY

We believe that a diverse workforce is important for business success and that we 
should reflect the diversity of our communities.

Boral has an established Diversity & Inclusion Plan with Boral’s Diversity Council 
supporting the delivery of targeted outcomes. The plan includes six elements: 
leadership, communication & education, system & process design, gender equality 
& pay equity, generational diversity, and Indigenous relations. 

In FY2017, Boral partnered with Deloitte to carry out a high-level study into the ability 
of our Australian workforce to adapt and transform. The findings will be reflected in the 
FY2018 Diversity & Inclusion Plan. 

Other FY2017 focus areas included:
• raising awareness of the impact of unconscious bias, with 18 senior leader diversity 

awareness and unconscious bias sessions conducted,
• increasing representation of women, particularly in leadership roles, and 
• pay equity outcomes, with the female to male average base salary ratio7 in Boral 

Australia being favourable at 1.02:1.00.

Boral is committed to supporting Indigenous employment, programs and 
communities. We continue to retain approximately 80% of employees through 
our Indigenous employment program in Australia. In FY2017, the Indigenous 
Employment and Training Plan for 2016 to 2020 was implemented to continue the 
work from previous plans from 2006 to 2015.

Developed in FY2017, Boral’s Reconciliation Action Plan focuses on building 
on relationships, respect and opportunities for Indigenous communities and 
will be submitted to Reconciliation Australia, the lead independent body for 
reconciliation in Australia, in FY2018. 

For more details on diversity at Boral, refer to Boral’s 2017 Corporate  
Governance Statement (pages 39–41) in the 2017 Annual Report or go to  
boral.com/corporate_governance

TRAINING AND DEVELOPMENT

To help our leaders effectively coach and 
mentor high-performing and engaged 
teams, we have established a leadership 
development program that focuses on 
personal qualities and behaviours. In 
FY2017, 100 of our leaders participated in 
the next phase of the program, including 
a two-day summit that explored how a 
leader’s world view and attention bias 
influences the way they lead. 

Also in FY2017, Boral Australia partnered 
with the Australian Graduate School 
of Management (AGSM) to establish 
the General Manager Leadership 
Development Program. Deployed over 
FY2017 and FY2018, this adds to our 
suite of development initiatives including 
Senior Executive Leadership Development, 
Emerging Leaders (with 43 participants in 
2017), placements, coaching, and learning 
from experience through mentoring.

We deliver a wide range of targeted training 
and development. In FY2017, 5,900 people 
completed Certificates II, III or IV, diploma 
qualifications, units of competency, and 
tailored learning solutions through our 
Skilled for Action training modules in 
areas like sales and marketing, surface 
extraction, laboratory skills, driving 
operations, and work health and safety. 
Also in FY2017, 54 finance professionals 
completed the next phase of the Creating 
Value Through Finance program developed 
in partnership with AGSM.

6.  Benchmarked against a global database of 1,500 companies.
7.    Calculated as the average base cash salary for females as a proportion of the average base cash salary 

for males, as used in the Workplace Gender Equality Agency Confidential Report.

WOMEN IN ENGINEERING 
SCHOLARSHIPS

Established in 2016, the University of New 
South Wales Boral Women in Engineering 
scholarship and industrial experience 
program offers financial support, work 
experience and mentoring by senior 
operational leaders to women studying 
engineering. The 2017 scholarship 
recipients were Olga Bida studying 
Chemical Engineering and Petra Quartullo 
studying Civil Engineering.

HUMAN RIGHTS AND WORKPLACE RELATIONS 

We are committed to a workplace free 
from intimidation, harassment, bullying, 
discrimination or unlawfulness, as outlined 
in our Code of Business Conduct.

All our operations have grievance 
mechanisms that are accessible, 
accountable and fair, enabling concerns 
to be raised without fear of recrimination. 
This includes Boral’s external, independent 
whistleblowing service, known as FairCall.

Boral also offers employees and their 
immediate families a free, confidential, 
professional counselling service, the Boral 
Employee Assistance Program or BEAP, to 
help address issues that may affect their 
work and personal life.

We support the rights of our employees 
to freedom of association, to choose to 
unionise and to collective representation, 

regardless of their location or function. 
We are committed to working honestly 
and transparently with labour unions and 
we undertake negotiations in good faith. 

In Australia, Boral has some 70 enterprise 
agreements covering approximately 3,500 
employees. We supported the return of 
the Australian Building and Construction 
Commission, and all of Boral’s relevant 
enterprise agreements have been varied 
or replaced with agreements that we are 
comfortable comply with the Building Code. 

In line with the United Nations Guiding 
Principles on Business and Human Rights, 
and acknowledging the shift in focus 
externally, we are undertaking a review to 
assess the risk of modern slavery in our 
value chain and the need to address it in 
our policy framework. 

Women represent 50%
OF BOARD 

DIRECTORS

23%
OF EXECUTIVE 

COMMITTEE MEMBERS

14%
OF MANAGEMENT 

POSITIONS

36%
OF PROFESSIONAL 

POSITIONS

18%
OF NEW HIRES 

ACROSS BORAL5

(From left) Boral Cement’s Domenic Saffioti, 
students Olga Bida and Petra Quartullo, and 
Boral Quarries’ David Bolton
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