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Definitions for k ey components of the Action Plan  

Objective  Aim or intent of the group of actions  Outcome  Longer-term end-state or intended impact of the group of 
actions   

Action  What must be done to achieve the objective 
and desired outcomes, includes sub-actions 
and additional requirements or 
considerations 

Rationale  Evidence that informs the action 

Progress to date  Historical and/or recent progress which 
relates to, or assists with, achieving the 
action 

Delivery 
measures and 
Key Performance 
Indicator (KPI)  

�x Delivery Measure (DM):  Evidence that the planned 
action has been achieved 

�x KPI:  Measurable impact of the action (where feasible 
and if known). KPIs will be monitored and measured 
throughout the implementation of the plan and will be 
used to assess overall effectiveness of the plan at the 
end of the plan. 

Who Lead:  Working/operational level 
responsibility for delivery of the action 
 
Strategic Accountability (SA):  Strategic or 
senior-level accountability/governance for 
delivery/achievement of the action 
 

Common 
acronyms in 
Action Plan  

�x CHRO – Chief Human Resources Officer 
�x COO – Chief Operating Officer 
�x D&I – Diversity and Inclusion 
�x DVC-R – Deputy Vice Chancellor Research 
�x ED – Executive Dean 
�x

HEW10, unless otherwise specified   
�x OLD – Organisational Leadership and Development 
�x PRO – Performance Relative to Opportunity 
�x USMG – University Senior Management Group, which 

comprises all of UQ’s most senior leaders, including 
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Executive Deans, Institute Directors, Pro-Vice 
Chancellors and the COO  

�x VCC – Vice Chancellor’s Committee, UQ’s most senior 
management and decision-making committee 

�x WD&I – UQ’s Workplace and Inclusion team (staff 
focused) 

 
When Indicative timeframes for achievement of the 

action 
 

Priorities  Priorities are colour coded to reflect the degree of 
immediacy for intended commencement and where feasible, 
completion of the action or sub-action as follows:   
�x Green  – Priority One, within 12 months 
�x Orange  – Priority Two, within 24 months  
�x Grey  – Priority Three, within 25 - 48 months 

UQ D&I areas of 
focus for staff (as 
referenced 
throughout the 
Action Plan)  
 

Current areas of focus for staff D&I at UQ include:   
�x Women’s under-representation in leadership and STEMM disciplines 
�x Aboriginal and Torres Strait Islander peoples 
�x Disability 
�x Cultural and Linguistic Diversity (CALD) 
�x Gender identity and expression, sex and sexual diversity 
�x People with caring responsibilities  
�x Intersectionality 
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Objective:  
A strong commitment (SC) 
to gender equity  

A strategic and transparent governance, accountability, planning and reporting framework for gender equity, which reflects UQ’s 
commitment to gender equity and broader D&I  
 

Outcome:  
 

The UQ community and leaders at all levels understand and actively support efforts to increase women’s representation in STEMM 
disciplines and leadership/influential positions
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SC2 

 
For leaders, 
establish individual 
KPIs for gender 
and diversity 
(STEMM focused) 
 
 

1. Produce annual 
Faculty/Institute diversity 
dashboards, supported by 
one-on-one progress 
consultations with Executive 
Deans (EDs)/Institute 
Directors (IDs) 

2. Develop annual KPIs for 
leaders which establish 
agreed Faculty/Institute-level  
targets/measures, based on 
diversity dashboards and 
VCC-endorsed targets, 
addressing:   
a) Gender pay equity  
b) [Diverse] women’s 

representation In STEMM 
fields 

c) [Diverse] women’s 
representation in senior 
academic and leadership 
positions 

d) Representation by 
Aboriginal and Torres 
Strait Islander academics 

e) Expectations regarding 
annual performance 
appraisal completion rates 

f) Minimum standards for 
completion rates of annual 
mandatory training (e.g. 
70% completion rate) 

3. Incorporate leadership KPIs 
into annual appraisal, 
recognition and reward 
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4. Incorporate gender 
considerations into Academic 
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a) Role of the GSC Chair, 
including key 
accountabilities (strategic 
oversight, continued 
resourcing, governance 
and reporting) 

b) Consideration of GSC 
involvement in academic 
workload models  

c) VCC and Senate 
governance and reporting 
frameworks  

d) Term of service to ensure 
balance between 
continuity and innovation 

e) Logistical considerations 
(schedule of meetings 
etc.) 

future GSC 
functions   

 
 

SC5 

 
Implement a 
comprehensive 
communication 
and engagement 
framework to 
support the 
implementation of 
UQ’s AS Action 
Plan and UQ’s 
ongoing 
commitment to 
gender equity, D&I 

1. Develop key talking 
points/strategic messages for 
UQ leaders, targeting 
concerns raised through the 
AS research  

2. Develop UQ minimum 
standards/expectations for 
[diverse] STEMM women’s 
representation: 
a) as featured alumni 
b) as invited speakers 

(internal and external) 
c) on Faculty/Institute 

webpages 
d) in media and marketing 

products 
e) through outreach activities 

�x The SAT and Office of 
Marketing and 
Communication (OMC) 
have done an excellent 
job of communicating 
and promoting UQ’s 

c
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3. Establish monitoring and 
reporting requirements for 
media/social media metrics 
associated with women in 
STEMM  

4. Develop a guide to i
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Objective:  
Inclusive data collection (DC)  

Gender and broader diversity data requirements, analysis and reporting frameworks are embedded into all measurable employment 
and career development (career-cycle) activities      

Outcome s: 
 

�x Transparent, accurate data which supports gender strategy development  
�x Strategies, programs and activities to increase [diverse] women’s representation and improve career outcomes that are: 

evidence-based; supported by easy-to-access data; and comprise accurate measures and KPIs (short and longer-term) 
Ref Actions  Sub-actions, additional 

requirements, considerations  
Rationale  Progress to date  Delivery 

measures/KPIs  
Who 
 

When 
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provide additional diversity data 
(for example, induction 
information, annual reminders 
and emphasising the 
importance of this data to 
improving support for D&I) 

measure the impact of 
strategies/ programs to 
support D&I 

�x Increased staff 
willingness to provide 
sensitive diversity data 
may indicate improved 
culture and 
understanding 
regarding the 
importance of diversity 
data 

which may 
indicate 
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be correlated with exit 
survey information   

DC5 

Undertake a detailed 
longitudinal cohort 
analysis targeting 
different stages of the  
employee career-
cycle   
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helpful information about key 
policies/entitlements; staff 
benefits; and positive messaging 
about D&I at UQ (including AS)  

4. Implement measures and 
monitoring/audit processes to 
increase the uptake of mandatory 
equity training for all staff and 
supervisors 

5. Build diversity messaging into 
presentations at UQ’s New Staff 
Expo (held twice a year) 

Minimal information about 
UQ benefits, D&I programs, 
support networks etc. is 
currently provided to 
incoming staff through 
onboarding processes  
 
Current equity training (EO 
Online) is dated, and 
inadequate for meeting UQ’s 
desire to ensure staff are 
educated on equity, D&I and 
UQ’s expected behaviours to 
situate the University as 
inclusive and proactive 
regarding D&I    

 
This action 
entails 
enhancing and 
mainstreaming 
extant best 
practice 
 

 
KPI:  
70 percent of 
staff 
undertake 
mandatory 
annual equity 
training 
 
Increasingly 
positive 
feedback on 
induction 
processes 
attained 
through new 
staff entry 
survey 
process  

Institute 
Directors/  
 
 

 
Welcome 
packs in 
place by 
Dec 2019 
 
Monitoring 
in place by 
June 2019 
 
Diversity 
messaging 
in place by 
Dec 2019 
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Objective:  
Improved panels and 
committees (IC)  

Enhanced protocols and training to support inclusive and transparent 
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d. Mandatory committee/panel 
training requirements 

e. Decision-making protocols 
f. Record keeping requirements, 

including transparent 
membership data which is 
made available for annual 
auditing purposes 

3. Hold leaders/chairs accountable 
for applying mandated protocols; 
assessed through audit and 
reporting    

through multiple data 
collection processes 
 

�x For example, if the 
only ‘women’ 
representative on a 
committee/panel is the 
most junior member 
(student 
representative), they 
may not feel as 
empowered to 
influence decision-
making processes; 
and/or the only 
woman on a 
committee may be 
reluctant to speak up 
due to being 
outnumbered 
(irrespective of rank)    
 

�x Many chairs seem 
unaware of their role 
in mitigating potential 
power imbalances, 
and ensuring all 
members have an 
opportunity to inform 
decision-making 

improve UQ 
committees 

IC2 Improve women’s 
representation and 
broader diversity 
representation/ 
perspectives in 

1. Identify mechanisms for improving 
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 360-degree feedback 
process   

�x Some junior academic 
staff, especially those 
on grant-based 
funding/fixed-term 
contracts, feel 
disempowered to ‘call 
out’ poor leadership 
behaviours due to the 
tenuous nature of their 
employment 

�x 360-degree feedback 
would enable staff to 
provide genuine 
feedback regarding 
both positive and poor 
leadership behaviours 

�x 360-degree 
assessments may 
encourage leaders to 
improve their 
behaviours and further 
develop their leadership 
skills  

NC2 

Deliver targeted 
interventions 
directed towards 
STEMM women 
from Level B, to 
improve retention, 
promotion and 
progression 
outcomes  

1. Identify and implement 
proactive strategic mechanisms 
to mitigate funding-related 
challenges impacting ECRs 

2. Investigate and, where feasible, 
implement options for 
enhancing women’s access to 
continuing employment 
contracts (tenured employment) 

3. Develop and implement a 
career progression 

�x Tight grant budgets 
have resulted in some 
poor supervisory 
practices, primarily 
directed at Level A/B 
staff; these add to other 
gender-based 
challenges experienced 
by women and impacts 
their inclination to stay 

UQ has made 
some recent 
investment into 
programs 
specifically 
designed to 
support and 

a'1
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course/program for women 
from Level B to C, with differing 
strategies/programs targeting 
STEMM T&R and RF 
academics 

4. Increase the capacity of UQ’s  
Promoting Women Fellowship 
Scheme; with dedicated places 
for STEMM and diverse 
academic women 

5. Develop and implement a talent 
identification and management 
framework focused on women 
in STEMM 

6. Investigate, and where feasible, 
implement retention and 
support schemes for T&R 
academics 

7. Monitor the uptake, application 
and retention outcomes of new 
UQ Amplify, AWARE and post-
Laureate schemes to assess 
their impact on women’s 
retention and progression 

at UQ and/or in 
academia   

�x A lower proportion of 
women are employed 
on continuing contracts 
than men at all levels; 
this needs to be 
investigated and where 
feasible, addressed 
through targeted 
interventions  

�x Extant UQ programs 
have been very 
successful in enhancing 
women’s promotion and 
progression; however, 
prior to 2018, UQ’s 
current career 
progression/training 
programs for women 
were targeted towards 
Levels C to D and D to 
E  

�x Level B to C which is a 
critical career stage and 
the point at which 
women’s representation 
declines 

�x UQ introduced three 
new schemes in 2018; 
anecdotal evidence 
suggests that the 
Amplify and AWARE 
schemes are already 
influencing women’s 
intent to remain at UQ 

women’s 
promotion/ 
development 
courses have 
been very 
successful, but 
only focus on 
C-D, D-E 
progression. 
Targeted 
courses for B-C 
women may 
help prevent 
the ‘career cliff’ 
at this level 
 
Amplify and 
AWARE 
represent 
substantial 
investment by 
UQ; these 
programs 
should directly 
improve the 
retention of 
ECR/MCR 
researchers 
 
Reporting on 
any gender-
related  
outcomes of 
new schemes 
has been 
incorporated 

n rates after 
completing the 
programs 
 
Program 
participants 
provide positive 
evaluation 
feedback  
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and enticing women to 
UQ  

�x Any insights from the 
new schemes should be 
factored into ongoing 
retention measures for 
STEMM women     

  

into planning 
for annual 
gender audit 
and reporting 
framework   

NC3 
Reduce UQ’s 
overall gender pay 
gap  

1. Develop an improved reporting 
template for annual gender pay 
equity analysis and reporting  

2. Develop a pay equity tool and 
supporting procedure to reduce 
the instances of ‘like-for-like’ 
gender pay inequity 

3. Implement a more 
standardised, transparent and 
auditable approach to staff 
bonuses, market loadings and 
other benefits, to improve 
gender pay equity 

�x UQ’s 2017 pay gap was 
13.7% with men taking 
home $414.08 more per 
week than women 

�x In 2018, of UQ’s 582 
like-for-like pay gaps 
>3%, 121 of these were 
in STEMM areas; 66% 
of these favoured men  

�x Annual audits 
consistently show that 
wide variability in the 
application of 
bonuses/market 
loadings usually favours 
men 

�x UQ does not currently 
have a policy or tools to 
support gender pay 
equity   

 

UQ has 
undertaken 
detailed 
organisation-
wide and like-
for-like gender 
pay audits from 
2015 – 2018 

DM: New 
reporting 
template and 
associated 
policy/tools in 
place  
 
KPI:  Decrease of 
overall pay gap 
by at least 0.5% 
per annum  
 
Annual reduction 
of the number of 
likefe -

f018
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enhance equity 
outcomes  

academics, which outline 
expectations at each level, to 
establish realistic 
progression/promotion 
expectations 

3. Deliver policy guidance 
regarding the role, expectations 
and requirements for Level A 
postdoctoral staff  

4. Identify options for enhancing 
promotion outcomes for 
Institute staff who may struggle 
to meet standard promotion 
criteria due to the nature of 
their work  

5. Implement mechanisms to 
ensure Performance Relative to 
Opportunity (PRO) 
considerations are embedded 
into promotion processes  (see 
OC4) 

 

support for promotion 
processes 
 
Staff on grant-based 
funding experience an 
additional range of 
challenges due to the 
nature of their 
employment/tight grant 
funding  
 
Institute/grant-based staff 
(all genders) can struggle to 
meet standard UQ 
promotion criteria due to the 
nature of their research; 
these considerations should 
be accommodated when 
revising UQ promotion 
criteria      

KPI:  Improved 
staff perceptions 
of promotion 
processes, 
assessed 
through staff 
surveys  

 
 
 
 
NC5 

Identify and mitigate 
any gender 
inequities 
associated with 
internal research 
and teaching grant 
processes, research 
proposal 
submissions, and 
publications (see 
also DC2) 

1. 
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Objective:  
Improved outcomes for 
carers (OC) 

Mitigate career barriers and challenges associated with caring responsibilities  
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f) other critical career 
commitments as required 

2. Implement pre-
maternity/parental leave 
interviews to assess desired 
level of contact/support during 
leave periods and plans for 
returning to work and 
incorporate agreed outcomes in 
individual parental support 
plans  

3. Use exit interview data 
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5. Identify further means to 
improve cultural acceptance of 
taking formal carer’s leave and 
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considerations/needs are 
prioritised by childcare centres 
on an ongoing basis 

OC4 

Implement a PRO 
framework for 
application within 
key UQ career 
development 
processes 

1. Develop PRO 
policy/procedures and a 
supporting communication and 
engagement plan 

2. Develop guidance regarding 
the practical application of how 
PRO should be applied through 
key decision-making/other 
processes (selection, 
promotion, appraisal, grant 
applications) supported by 
practical examples  

3. Develop a guide for applicants 
addressing how (and why) to 
highlight PRO considerations in 
promotion and grant 
applications (e.g. ARC, 
MHMRC), including practical 
examples and case studies 

 

�x UQ has referenced PRO 
in key HR processes 
(specially promotion) but 
lacks robust procedures 
and guidance regarding 
implementation – for both 
committee members and 
applicants themselves   

A draft PRO 
framework has 
been 
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Objective:  
Enhanced workplace culture 
(WC) 

Enhance UQ’s workplace culture through intervention and targeted leadership capability development   

Outcome:  
A positive workplace 
experience for all 

�x An inclusive and supportive workplace culture where women can thrive  
�x Skilled and capable leaders who exemplify UQ values and best-practice leader behaviours   
 

Ref 
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development 
framework linked to 
key manager and 
supervisor skills and 
behaviours at 
different levels of 
the organisation 

behaviours) for leaders at all 
stages of the academic career 
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WC3 

Deliver best-practice 
policy and 
procedures in 
support of D&I 
outcomes 

1. Monitor implementation of new 
HR policies addressing 
unacceptable behaviours and 
make recommendations for 
further improvement as 
necessary  

2. Ensure that all HR policy, 
procedures and guidelines 
review and consultation 
processes include input by 
WD&I, to ensure diversity 
considerations are factored into 
policy frameworks and 
subordinate documents  

3. Develop and implement training 
packages to assist 
managers/supervisors with 
building inclusive workplaces 
and responding to reports of 
unacceptable workplace 
behaviour (note: also see 
Action WC2.2)   

4. Annually benchmark HR 
policies against other university 
policy/procedures to ensure UQ 
is adopting progressive, ‘best-
practice’ approaches 

�x Interviews with HR 
representatives indicate 
that HR policies are not 
consistently implemented 
across UQ 

�x While UQ policies cover 
typical workplace issues 
(bullying, harassment etc.), 
there is no formal 
framework to ensure that 
gender perspectives are 
applied through grievance 
resolution/ disciplinary 
matters where gender may 
be a consideration 

�x The SAT found many 
examples of ‘single-gender 
decision-making pathways’ 
at UQ, with no initiatives to 
mitigate this   

All HR policies 
are being 
refreshed in 
2019/20, which 
provides an 
opportunity to 
build SAT 
actions into the 
new policy and 
procedures  

DM: New 
policies, 
subordinate 
documents and 
training in place  
 
KPI:  100 % of 
HR policies are 
updated through 
review processes 
 

Lead: 
CHRO/
HR 
Policy 
Team   
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captured through 
UQ workload 
models and career 
development 
processes.    

activities (often due to their 
under-representation (eg 
on selection panels and 
committees)) would be 
helpful to ensuring this 
additional contribution is 
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Objective:                
Enhanced career outcomes 
for diverse staff (DS) 

Mainstream intersectionality and broader diversity considerations into all policy, procedures and interventions to support gender D&I     

Outcome:  �x 
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DS3 

Undertake further 
research into the 
perceptions/ 
experiences of staff 
with disability, and 






