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Quick reference guide

Executive responsibilities and obligations for
psychosocial health and wellbeing

Under work health and safety laws, Persons Conducting a Business Undertaking (PCBU) have a
positive duty to do everything they reasonably can to prevent exposure to psychosocial hazards
and risks.

Psychosocial hazards include anything at work that may cause psychological harm. These
hazards can arise from multiple factors, including but not limited to, work design, management
practices, the working environment and behaviours such as bullying, harassment,
discrimination and aggression.

Work-related psychological injuries and illness often have longer recovery times, higher cost
and result in more time away from work when compared to physical injuries.

The Work Health and Safety laws now include regulations that specifically address psychosocial
hazards. These laws provide practical steps for managing workplace risks relating to
psychosocial health. The code emphasises the importance of identifying, assessing, and
implementing control measures in addition to reviewing psychosocial risks in consultation with
workers.

Employers are required to perform thorough risk assessments for potential psychosocial
hazards. This should include consultation with workers and use of a data-driven approach to
identify and track impact.

PCBUs need to adopt a ‘continuous improvement’ approach to ensure that they are updating
systems, processes, training and procedures in accordance with best practice and issues that
are identified.

There are a number of benefits to managing psychosocial risks. Effectively managing
psychosocial risks not only protects the mental health and wellbeing of workers, but also



decreases staff turnover, absenteeism, and may improve overall organisational performance
and productivity.

Executive level leaders play a critical role in modelling positive psychosocial behaviours and
have a legal obligation to ensure their organisation is identifying, managing, and responding to
psychosocial hazards and risks.

It’s critical that organisations not only ensure compliance with relevant laws and legislation to
effectively manage risk and prevent harm, but also actively create an environment that supports
thriving and wellbeing for workers. This involves identifying preventative measures to address
psychosocial hazards, education and capacity building of workers, especially leaders and
ensuring harm-minimisation approaches and wellbeing/support programs are available for
workers.

What should executives do to support good psychosocial governance?"

1.

2.

3.

Executives can demonstrate commitment to effective psychosocial risk management and
governance through the following:

a. Ensuring the organisation establishes an adequate risk culture that incorporates an
understanding of psychosocial risk and its root causes.

b. Include psychosocial health and wellbeing as a periodic discussion item at Board and
Executive meetings, informed by relevant metrics.

c. Establish clear controls and transparency.

There are a number of important information sources on psychosocial health and wellbeing that
Executives should solicit. These include:

a. Available company psychosocial reports and responses.

b. Information on employee attitudes towards workplace culture and the psychosocial
risks they face, including, but not limited to surveys, interviews, group discussions,
audits and research.

c. Management’s strategy for establishing a top-down culture and environment that
promotes respectful attitudes and behaviours.

d. Factors that may impact psychosocial risks on the business, such as power dynamics
and workplace contexts.

e. Differentiated impacts of operations on different demographics (e.g. women, culturally
and linguistically diverse people, LGBTQIA+).

f. Psychosocial health and wellbeing training programs and outcomes.
To improve competency in understanding psychosocial risks, Executives can:
a. Invite psychosocial specialists to present and provide training on different topics.

b. Participate in learning activities around psychosocial health and wellbeing (e.g.
seminars, conferences).



It is important to establish a direct line of communication between the Human Resources and

Health and Safety functions and Executives to discuss psychosocial issues. As part of this, there
needs to be an established protocol for reporting to the Executive on high risks issues such as
sexual harassment, assault or bullying claims against senior managers. The business needs to
ensure that mechanisms are in place for the Executive to learn about responses to psychosocial

complaints.

5. Executives can ensure a better control environment to facilitate psychosocial risk governance
by ensuring there are adequate internal controls, such as risk-based policies and procedures,
that are established, complied with, and monitored. Additional steps that can be implemented
include:

a.

d.

Psychosocial risk management is integrated into the organisation’s risk management
framework.

Internal audits of relevant policies and procedures, and implementation are part of the
annual work plan of the internal audit function.

The compliance function identifies and reports on psychosocial compliance breaches
by including instances of policy violations in the compliance register.

The Executive reviews audit plans and findings, including root cause analysis.

6. Executives can enhance psychosocial risk governance by ensuring it is considered in the
organisation’s stakeholder engagement framework. This includes:

a.

Employees and contracted workers — ensuring there is a clear Code of Conduct,
internal psychosocial policies and procedures, adequate training with evidence of
effectiveness, suitable psychosocial grievance mechanisms and sharing of risk
information with employees and contractors.

Affected communities — a grievance mechanism accessible by at-risk groups (e.g.
women, culturally and linguistically diverse, LGBTQIA+), discussions with community
leaders and community groups.

Risk management engagement activities applicable to supply chains - with
suppliers asked to commit to the organisation’s risk mitigation approach. Discussions
are held to share the organisation’s position and commitment to prevention and a safe
response to incidents. Suppliers are aware of how to report an incident that affects
them.

Risk management engagement activities with government agencies - including
discussion about community risks, the organisation understanding government
responsibilities with regard to prevention and support, and the organisation sharing its
commitment to addressing psychosocial risks with its stakeholders.

Risk management engagement activities for non-government organisations -
including discussions about community risks, ensuring these organisations are
included in developing relevant policies and procedures, including community-based
grievance mechanisms. Mapping of psychosocial health and wellbeing service
providers, including a quality assessment of services, and ensuring partnership are



established with relevant organisation to help implement relevant prevention action and
raising awareness of strategies for managing reports of psychosocial concerns.

7. Application of the above strategies and principles will allow the business to affectively address
psychosocial risk through cultural transformation in addition to robust management, system,
training and reporting processes. Additionally, these measures will support a culture of thriving,
where workers can feel psychologically safe, engaged, supported, included and with the ability
to learn and grow within the organisation.
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