
 

The University of Queensland 
Brisbane QLD 4072 Australia 

T +61 7 3346 9888 
 

E ea.deputyprovost@uq.edu.au 
W uq.edu.au 

ABN: 63 942 912 684 
CRICOS Provider 00025B 

 

Gender Steering Committee  

Terms of Reference 
Establishment of the Committee 
The Gender Steering Committee was established in September 2019 to oversee the implementation 
of the SAGE Athena SWAN Action Plan and, more broadly, the UQ Gender Strategy.  

Roles and Responsibilities of the Committee 
• Provide oversight of UQ’s commitment to gender equality. 

• Lead the establishment and implementation of strategic initiatives to support gender equality 
for staff at UQ, including in response to national initiatives, such as SAGE Athena SWAN.  

• Monitor and provide regular reports on UQ’s current state and progress towards achievement 
of strategic initiatives to support gender equality, including gender pay parity. 

• Build awareness and engagement with the broader UQ community through the implementation 
of an effective communication strategy.  

• Identify and provide guidance to resolve issues and risks. 

• Play a governance advisory role to the Vice-Chancellor through the University Senior 
Executive Team, and to Senate through the Senate Committee for Equity, Diversity and 
Inclusion. 

Gender equality 
Gender equality means people have equal rights, responsibilities and opportunities, 
regardless of gender. [This committee] will have a strong focus on women and girls, 
as the group that disproportionately experience the negative impacts of gender 
inequality, however gender equality benefits all people. 

Gender inequality can be exacerbated by other forms of exclusion and 
disadvantage including those related to age, First Nations heritage, cultural and 
linguistic background, migration status, disability, gender identity and sexuality, as 
well as socio-economic status.   1 

 

 
1 National Strategy to Achieve Gender Equality – Discussion Paper is available at 
https://www.pmc.gov.au/resources/national-strategy-achieve-gender-equality-discussion-paper 
 

http://www.uq.edu.au/
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Structure and Composition of the Committee 
Chair Pauline Ford 

Deputy Chair & Faculty of BEL 
representative  

Terry Fitzsimmons 

Members  

Provost Aidan Byrne 

PVCIE or delegate Bronwyn Fredericks (or Tracey Bunda) 

CHRO or delegate Rekha Crawford 

SMSU representative Andrea Strachan 

Ally Action Committee Chair or delegate Briar Wormington 

Teaching Focused staff representative Gwen Lawrie (SCMB, Level E) 

Research Strategy, Planning & 
Performance representative 

Jean McBain 

Institute representative Jessica Mar (AIBN, Level D) 

Faculty of Science representative Rebecca Dunlop (Biology, Level D) 

Faculty of Medicine representative Marni Jacoby (FoM FEM)  

Faculty of Health & Behavioural 
Sciences representative 

Rebecca Nund (SHRS, Level C) 

Faculty of Humanities & Social Sciences 
representative 

David Mayocchi (HASS FEM) 

Faculty of Engineering, Architecture & 
Information Technology representative 

Liza O’Moore (EAIT ADA) 

Industry representative Rebecca Munn (Group Executive 
People & Culture, Qld Rail) 

Secretariat Dawn Osborne  

Acting Chair 
If the designated Chair is not available, the Deputy Chair will be responsible for convening and 
conducting that meeting. The Deputy Chair is responsible for informing the Chair as to the matters 
raised or agreed to. 

Observers 
Observers may attend as required at the discretion of the Chair.  

Proxies 
Members of the committee can send proxies to meetings. Proxy members have full authority on 
matters of decision required by the committee for meetings they are in attendance for. Committee 
members are requested to inform the Chair as soon as possible if they intend to send a proxy to a 
meeting. 

  



 

 Version 24/05/2023 3 
 

Responsibilities of all Members 
Committee members (including the Chair) are responsible for the following: 

• Ensure that the Committee is effective, given its roles and responsibilities. 

• Actively participate in meetings through attendance, discussion, and review of minutes, papers 
and other committee documents. 

• Actively contribute to the work of the Committee in achieving its objectives. 

• Ensure that issues, risks and opportunities are identified in a timely way, by providing agenda 
items to the Secretary in advance of meetings. 

• Support open discussion and debate and encouraging fellow Committee members to voice 
their insights and views. 

• Apply and champion the principles of the SAGE Athena SWAN commitment, particularly within 
their respective areas of the University (Appendix A).  

• Liaise with HR functions at Faculty/Institute level and respective Executive Leadership Teams 
on GSC initiatives within the Faculty/Institute/Unit towards furthering UQ’s commitment to 
SAGE Athena SWAN accreditation and broader Gender Equality in the University. 

• Report upon any barriers to the implementation of GSC actions and initiatives within the 
Faculty/Institute/Unit towards furthering UQ’s commitment to SAGE Athena SWAN 
accreditation and broader Gender Equality in the University. 

 

Operation of the Committee 
• The Committee will meet quarterly, with meetings held in person.  

• The agenda and papers should be distributed at least one week prior to the meeting.  

• The quorum for meetings is 50 per cent of formal members. 

• The Terms of Reference of the Committee and the functioning of the Committee should be 
subject to regular review by the Vice-Chancellor, including self-assessment by the Committee 
every two years, to ensure it is operating effectively and fulfilling its functions. 

  

Measures of Success of the Committee 
• The UQ Gender Equality Action Plan outlines the concrete and measurable steps UQ will take 

to progress gender equality. 

• A set of gender equality metrics in line with leading practice Employer of Choice for Gender 
Equality 2 is established to enable targeted, sustainable reporting within UQ and to enable our 
external reporting requirements.  

• The UQ community is engaged and empowered in achieving the objectives of the UQ Gender 
Equality Action Plan. 

 
2 Fitzsimmons, T.W., Yates, M.S. & Callan, V.J. (2020). Employer of Choice for Gender Equality: 
Leading practices in strategy, policy and implementation. Brisbane: AIBE Centre for Gender Equality 
in the Workplace. Available at https://www.wgea.gov.au/publications/EOCGE-leading-practices-report 
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Appendix A: SAGE Athena Swan Commitment 
When an institution becomes a SAGE subscriber, its senior leaders must make a commitment to: 

1. Ensure that gender equity, diversity and inclusion work is appropriately resourced, 
distributed, recognised, and rewarded. 

2. Undertake transparent and rigorous self-assessment processes, analysing institutional 
structures, systems, and cultures to identify the barriers to attraction, retention and 
progression for staff and students, and thus to gender equity, diversity and inclusion. 

3. Design initiatives based on institutional data, and national and global evidence of best 
practice. 

4. Monitor, evaluate, and publicly report on progress made, challenges experienced, and 
impact achieved, to inform continuous improvement. 

5. Actively incorporate Indigenous knowledges and perspectives to address the specific 
inequities and injustices experienced by Aboriginal and/or Torres Strait Islander staff and 
students. 

6. Consciously consider all genders, recognising that gender is not binary, and that trans and 
gender diverse people face specific inequities because of their gender identities. 

7. Take an intersectional approach to advancing gender equity, diversity and inclusion, 
recognising that people of any particular identity are not a homogeneous group. 

8. Engage with those most impacted by inequitable practice to proactively redesign and 
reshape structures, systems and culture. 

9. Increase the safety and wellbeing of staff and students by proactively and transparently 
preventing and responding to bullying, harassment, sexual harassment, gender-based 
violence and discrimination. 

10. Embed change in institutional governance and accountability structures; actively and 
visibly champion and promote gender equity, diversity and inclusion in our Institutions, the 
Athena Swan community, and across the sector; and hold ourselves and other senior leaders 
accountable for driving sustainable transformational change. 

SAGE pathway to Athena Swan | SAGE (sciencegenderequity.org.au) 

https://sciencegenderequity.org.au/sage-accreditation-and-awards/sage-pathway-to-athena-swan/
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