
34     THE UNIVERSITY OF QUEENSLAND ANNUAL REPORT 2019 THE UNIVERSITY OF QUEENSLAND ANNUAL REPORT 2019       35  

Summary of

Human resources

University staff 

Recruitment and selection 



36     THE UNIVERSITY OF QUEENSLAND ANNUAL REPORT 2019 THE UNIVERSITY OF QUEENSLAND ANNUAL REPORT 2019       37  

since 2017; and this upward trajectory 
should continue in 2020. This success has 
been enabled by strong leadership and 
advocacy, targeted employment pathways, a 
strengthened Indigenous Staff network and 
delivery of UQ’s Reconciliation Action Plan. 

Excellent progress was made in the area of 
disability employment, with achievements 
including the establishment of a Disability 
Inclusion Group; new training addressing 
disability inclusion; improved accessibility 
of UQ systems; and improved guidance to 
support recruitment, selection and onboarding 
processes for people with disability. A new 
travel fund to support staff with disability 
was also launched in November 2019. 
 
SAGE Pilot of Athena SWAN  
UQ received the Athena SWAN Institutional 
Bronze Award in September as part of 
the Science in Australia Gender Equity, a 
national program promoting gender equity 
and gender diversity in science, technology, 
engineering, mathematics and medicine 
(STEMM). The award required the University 
to collect and analyse data to determine 
barriers and challenges impacting women’s 
STEMM careers and develop an Action Plan 
to mitigate or remove the known barriers. 
Targeting multiple career stages, the Plan 
focuses on increasing diverse women’s 
representation in leadership roles and 
addressing the gender pay gap. It also aims 
to improve the retention of mid-career 
researchers, enhance support for early- 
career academics, and increase the number 
of Aboriginal and Torres Strait Islander 
women STEMM academics.

Voice survey 
UQ’s fourth all-staff engagement survey was 
launched in April 2019 in conjunction with 
our external provider, the Voice Project. The 
survey achieved an excellent 72 per cent 
response rate, eclipsing 2015's rate of 65 
per cent and topping the average response 
rates for both Go8 universities (63 per cent) 
and all Australian universities (69 per cent). 
Relative to 2015, the University’s performance 
improved in 21 of the categories measured, 
remained steady in five and dropped in 
13. Overall focus areas identified for action 
across the University included Cross unit 
cooperation and Change. Action planning at 
both the University and local level is ongoing.

HR sta� training and support 
Human Resources (HR) staff continued to be 
regularly updated and trained throughout 
2019, with HR systems and procedures 
continuously enhanced to improve service 


