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Psychosocial safety

Frequently asked questions

This document is intended as an introductory guide to the topic of psychosocial safety. The
information below is not a comprehensive list nor a mandatory guide. Please consider your own
PCBU'’s risk profile to develop and implement an appropriate risk management approach.

1. General knowledge on psychosocial hazards

What are psychosocial hazards?

Psychosocial hazards at work are aspects of work and work situations which can lead to psychological
or physical harm.

These stem from:
e The way tasks or the job are designed, organised, managed and supervised.
o Tasks or jobs where there are inherent psychosocial hazards and risks.

e The equipment, working environment or requirements to undertake duties in physically
hazardous environments.

e Social factors at work, workplace relationships and social interactions.

There are a number of hazards and risks that are inherent to the mining and resources industry. These
include fatigue, bullying, sexual and verbal harassment, the impact of isolation or remote work,
adverse environmental conditions, trauma and vicarious trauma through potential exposure to injury
or fatalities, and the potential for gendered violence such as sexual harassment or assault.

Both short-term and long-term exposure to psychosocial hazards may cause harm to a person. Itis
important to consider the frequency, duration and severity of exposure to psychosocial hazards, as
this may influence the impact on the individual. The impact of some hazards may build up over time,
or may occur after one exposure (for example, a traumatic event). The impact of these different
elements will also be influenced by individual differences, such as background or previous
exposure(s).

Psychosocial hazards are also multifactorial, which means multiple may be present in any given

situation and may interact with one another to impact an individual or group. The nature of this impact
will be determined by different factors relating to previous experience and individual differences.



It is critical for organisations to take active steps to address psychosocial risk. This is most effective
when strategies and intervention look at elimination and prevention of hazards so far as practicable,
supported by effective management and mitigation strategies.

Below is a table with examples of psychosocial hazards. Some are related to job or task-design, some
environmental factors and others interpersonal relationships.

Examples of psychosocial hazards

Poor leadership and workplace Fatigue Burnout

culture

Aggression/violence Poor or no policies/procedures Work demands

Low levels of control Traumatic events Vicarious/secondary

trauma

Bullying Gendered violence (sexual Inadequate support
harassment/assault)

Poor change management Poor organisational justice Poor workplace

relationships

Remote/isolated work Adverse environmental conditions Low reward and
recognition
Lack of role clarity Discrimination/prejudice Insecure work

What is the difference between psychosocial and mental health?

Mental health is a state of mental wellbeing that enables people to cope with the stresses of life,
realise their abilities, learn and work well and contribute to their community. Psychosocial health
refers to the social, environmental and cultural factors that can influence a person’s wellbeing. Both
are interrelated, and individual and environmental factors will interact to impact an individual’s overall
sense of wellbeing. To create an organisational and team culture that supports good mental health
and wellbeing, it’s important to consider both aspects.

Issues at home can impact people at work and vice versa. It’s important that every organisation has a
clear plan to support and promote psychosocial wellbeing and clear pathways to connect people to
psychological support when required.

What are key leadership behaviours that support psychological safety?

Leader support is a critical factor in good psychosocial health at work. Leaders that work to create an
environment of psychological safety —where team members can speak up, raise ideas or concerns, or
provide feedback without fear of negative reprisal — can have a positive impact on psychosocial health
and wellbeing and increasing the willingness for people to speak up about issues that may occur.

Good leadership practice in this area includes engaging in behaviours such as:

e Curiosity instead of blame.



o Self-reflection and seeking feedback.

e Transparency, consistency and fairness.

e Sharing experiences and lessons learned.

e Empowering people to make decisions.

e Fostering an environment of inclusion and belonging.

e Acknowledgment of team members for their contribution.

e Understanding their own exposure to psychosocial hazards and risks.
e Working on psychosocial risk management as equals with workers.

Psychological safety, in addition to leadership support (people feeling they can raise issues and
seek support from theirimmediate supervisor or leader), role clarity (being clear on expectations and
boundaries in your role) and role autonomy (having the ability to approach work in your role as you see
fit) are all protective factors for psychological health and wellbeing. It’s important that leaders
within organisations actively engage in these behaviours to best support workers.

Is psychological safety just about being ‘nice’ to people?

Psychological safety isn’t about being ‘nice’, not upsetting people, or being politically correct. It’s
about creating a culture and environment where people feel connected, valued, open and safe to
share their thoughts, feelings and ideas in a constructive way. It’s important we all work together to
create this culture at work.

How do we balance the need for confidentiality and duty of care?

Confidentiality is an important part of how organisations manage and support the mental health and
wellbeing of workers. It’s important to be conscious of maintaining confidentiality when discussing or
addressing a situation where an individual may be experiencing a mental health issue. Only key,
relevant personnel should have access to personal medical information. This may vary on a case-by-
case basis, but every effort should be made to minimise the number of people that can access this
information.

Duty of Care refers to the legal responsibility of organisations to ensure people are not harmed by the
services provided by the organisation and its workers. This includes safeguarding the wellbeing of
individuals, including mental health and wellbeing. Organisations need to take steps to protect both
the physical and psychological health of their workers.

The concept of Duty of Care also includes scenarios that may require breaking confidentiality. This
may include disclosures by individuals of threats or acts of self-harm or threats of violence against
other individuals. This is to ensure the physical and psychological wellbeing of the individuals
concerned is protected.
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