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Template 

Psychosocial injury prevention  
Introduction 
The purpose of this document is to serve as a template for organisations to address 
psychosocial injury prevention. Under the Occupational Health and Safety Act, employers are 
required to ensure, as far as is reasonably practicable, the safety and health of workers while at 
work. This extends to both physical and psychological health.i 

This document complements existing resources that have been developed to assist 
organisations with the identification and assessment of psychosocial hazards in their 
workplaces. It offers some suggestions on practical actions that organisations can take to 
address, manage, and control psychosocial hazards. The focus of these suggestions is to drive 
change and improvement at the organisational and systemic level. Addressing psychosocial 
hazards and managing risks at this level will support more robust psychosocial health and 
wellbeing within the organisation.  

The sections of this document have been designed to outline the key elements of psychosocial 
health and wellbeing, define hazards and protective factors, outline a best practice model for 
the management of psychosocial hazards in organisations, and specify practical actions that 
organisations can take to minimise the risk of psychosocial harm or injury and promote 
psychosocial safety and wellbeing to their workers. The sections of this document should be 
used together to inform organisational approach to addressing the issues of psychosocial 
health and safety.  

What is psychosocial health and wellbeing?  
Psychosocial health and wellbeing refers to a state of wellbeing that encompasses various 
interconnected aspects of an individual’s life. This includes: 

1. Mental health: This involves thought patterns and cognitive wellbeing. 
2. Emotional health: This relates to feeling states and emotional balance.  
3. Social health: This relates to interactions, relationships, cultural and social 

connections. 
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When all these elements are supported and working together in harmony, they positively 
contribute to an individual’s sense of psychological wellbeing. All these elements can be 
impacted by our experiences at work, including, bullying, sexual harassment, traumatic events, 
work demands, or fatigue. It’s critical that organisations take active steps to intervene early to 
prevent workers becoming ill or sustaining a psychological injury.  

What is a good practice model for the management of psychosocial 
hazards in the workplace?  
When approaching this work, it’s vital to consider that the most effective interventions take 
place at the organisation and system level. This is preferable to interventions targeted towards 
individuals, which typical do not address the problem at a systemic level.  It is important to 
address the root cause of the psychosocial issue, rather than treating a symptom of the hazard 
(i.e., addressing how an individual behaves).  

Using the below methodology will help your organisation to eliminate and reduce psychosocial 
hazards at the organisational level, and by extension reduce your overall psychosocial risk.  

 

 

 

Figure 1.1 Steps to Manage Psychosocial Hazards at Work 

  



3 
 

Step 1: Identify  

Identify psychosocial hazards and risk by: 

• Talking and listening to your workers.  
• Inspecting your workplace.  
• Taking note of how your workers interact.  
• Reviewing reports and records.  
• Using a survey tool to gather information from workers.  

Step 2: Assess 

Consider what could happen if workers are exposed to identified psychosocial hazards and 
risks. Many of these hazards and their associated risks are well-known, but some may need to 
be identified through a formal assessment process.  

Step 3: Control 

Where possible, eliminate the hazard or the risk. This is always the safest option, but if it isn’t 
possible, minimise the risk as much as possible through planning and prevention.  

Step 4: Review 

Maintain, monitor, and review control measures when necessary. It is important to review 
control measures regularly to ensure they remain effective. ii 

Key principles  
There are a number of key principles that will help maximise organisational efforts to manage 
psychosocial hazards and therefore minimise psychological injury. These include  

• A systematic approach to psychosocial risk management.  
• Adequate policies and procedures that are communicated to all individuals. 
• A culture of support, accountability, reporting, and action.  
• Provision of support services such as mental health officers, Chaplains (or equivalent) 

and employee assistance programs (EAP).  
• Organisational values with clear behavioural expectations. 
• Executive and leadership engagement and ownership. 
• Promotion of good health and wellbeing practices. 
• Robust feedback and reporting mechanisms. 
• Flexibility and autonomy where possible. 
• Consultation with the workforce.  
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Protective factors  
There are a number of known protective factors when it comes to psychosocial health and 
wellbeing in the workplace. Together, these elements can help protect the mental health and 
wellbeing of workers and support a culture of positive psychosocial health and wellbeing.    

Psychological safety 

This refers to creating a culture and environment where people feel free to speak up, raise 
concerns, and provide suggestions or feedback without fear of negative reprisal. An 
organisational and team culture that supports psychological safety creates an environment 
where people can speak up about key issues such as bullying, workloads, or stress; and 
supports a greater culture of reporting within the organisation. While all team members 
contribute to psychological safety, it is particularly important that leaders are trained, 
supported and held accountable for creating an environment of psychological safety within the 
organisation and their team.  

Leadership and team support 

Leadership support is another critical factor in supporting good mental health wellbeing in the 
workplace. Team members that feel their leader recognises and includes them, supports them, 
and provides them with opportunities typically have better mental health outcomes in the 
workplace. Feeling a sense of being able to talk to your leader or supervisor, no matter what the 
issue, is a protective factor for mental health. Similarly, a sense of trust, rapport, and support 
with colleagues can also assist with supporting good mental health in the workplace and help 
to prevent and minimise the impact of psychosocial issues within the organisation. Leaders 
should therefore strive to create this kind of team culture. 

Role clarity 

Role clarity means being clear on what’s required in your role, key tasks, and skills required to 
do the job effectively. It also refers to key performance indicators, clear outcomes, role 
boundaries (having an understanding of where your role ends and where someone else’s role 
begins) and being clear on your level of decision-making authority. Role clarity allows for more 
time to do the work rather than thinking about how to do the work.  

Role autonomy  

Role autonomy refers to the degree to which you have control or influence over your job and 
aspects of your work. It also refers to the degree of latitude to approach your role and work in a 
way that you see fit, as opposed to your role being heavily prescribed, predictable, or overly 
structured.  
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Practical action that organisations can take to address, manage and 
control psychosocial hazards  
 

1. Poor leadership practices and workplace culture 

Examples 

• Workplaces where there is a leadership practice that tolerates or permits inappropriate 
or unreasonable workplace behaviours.  

• Leadership that does not respect diversity in the workplace such as ethnicity or sexual 
orientation.  

• Limited or no management accountability in managing psychosocial hazards and risks.  
• A mismatch of leadership style to the nature of work.  
• A lack of trust and authentic consultation.  

Recommended actions 

• Conduct regular and consistent training for Board, Executive, and those in leadership 
positions on workplace culture. This should include an understanding of psychosocial 
hazards and risk management, access to informative reporting with clear and 
articulated measures of success to track progress, training and upskilling, an 
understanding of reporting requirements and clear avenues to ask questions and seek 
additional information. Leaders should have an understanding of good psychosocial 
governance, clear controls, confidentiality and a commitment to effective action to 
address psychosocial health and safety.  

• Provide regular formal (data, reports, surveys) and informal (conversations, focus 
groups) feedback to better understand current worker concerns and perceptions 
around cultural issues.  

• Consider measuring psychosocial safety climate as a lead indicator of psychosocial risk 
as one of the data-driven measures to support decision-making.   

• Develop a strong culture of transparency, accountability, and consistency in 
application of standards and expectations.  

• Implement effective hiring practices including, but not limited to, scenario-based 
interviews, psychometric testing, and comprehensive reference checks to maximise the 
chance of hiring senior leaders that will engage in psychologically safe behaviours.  

• Provide clear feedback, grievance, and reporting structures to enable critical 
psychosocial information to reach leaders, senior executives, and board members.  

• Develop clear and practical organisational policies and procedures that are understood 
and able to be applied by workers.  
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2. Poor or no policies and procedures  

Examples 

• Workplaces where there are no policies and procedures for managing inappropriate or 
unreasonable behaviour. 

• Policies and procedures that cannot be applied as written, where they lack clarity and 
are difficult to understand or are not adhered to.  

• Procedures that have little or no flexibility to accommodate the uniqueness of each 
situation.  

• No mechanisms for impartially addressing worker reports of inappropriate or 
unreasonable behaviour by senior management. 

• Procedures that systemically discriminate against groups of workers in the workplace.  

Recommended actions 

• Conduct an organisational level audit of current policies and procedures to ensure 
critical ones are present (e.g., Code of Conduct, Family and Domestic Violence, Health 
Standards, Parental Leave, Bullying, Harassment and Discrimination).  

• Engage in regular reviews to ensure policies and procedures are up to date and 
reflective of best practice.  

• Provide appropriate training to relevant individuals on key policies that apply to their 
role and/or work.  

• Actively consult with subject matter experts on key topics (e.g., the organisation’s 
response to managing mental health and wellbeing concerns).  

• Actively consultation with workers that will be working under and/or engaging with the 
policy and procedures.  
 
 

3. Work demands 

Examples 

• Fast work pace and time pressure.   
• Excessive workloads.  
• Repetitive or monotonous tasks.   
• Sustained concentration.   
• High mental workload.   
• Frequent or high emotional labour.   
• Extended work hours or roster length.   
• Large numbers of consecutive days worked.   
• Shift rotation.  
• Exposure to emotionally distressing situations (e.g., first responders).  
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Recommended actions 

• Ensure adequate consideration is given during the project and job planning phases to 
ensure there is a clear plan and assessment of anticipated workloads and ensure 
sufficient capacity is provided to meet the work demands. The planning and work design 
phase will be critical in preventing impact from work demands on workers.  

• For leaders and supervisors, have open conversations with team members about 
workloads and production pressures, encourage your team members to discuss 
concerns through formal (performance reviews, team meetings, review of milestones, 
surveys) and informal (conversations, focus groups) mechanisms.  

• Provide leaders with adequate training in job design and workload management to 
ensure workload demands are understood and appropriately planned for. This can be 
supported by training on psychological safety and mental health awareness to ensure 
they have sufficient skills to recognise when team members may be impact and provide 
appropriate support.   

• Ensure adequate resourcing for projects and workloads (i.e., sufficient FTE for the 
workload, balance of required skillsets, sufficient time to complete all tasks).  

• Ensure realistic and achievable timelines are implemented given the resources 
available and the quantity and complexity of the work.  

• Build in milestones and review points to solicit feedback on work demands and adjust 
workloads accordingly.  

• Ensure workers have adequate rest periods and take leave to support physical and 
psychological wellbeing.  

• Ensure opportunities are provided for social engagement and connection that are not 
specifically work or task-related (e.g. team BBQs).  

 

4. Low levels of control 

Examples 

• May occur when work is machine or computer-paced. 
• Work is tightly prescribed or scripted. 
• Workers have little say in the way they do their work.  
• When they can take breaks or when they can change tasks.  
• Workers are not involved in decision-making that affects them or their clients, workers 

are unable to refuse working with aggressive individuals.  
• May also include jobs with limited options to allow for personal scheduling of the 

activities of daily living (e.g., mealtimes, showering), varying sleep schedules, different 
accommodation preferences (e.g., privacy).  

Recommended actions 

• Engage in consultation with workers on key decisions that affect them.  
• Engage in consultation with relevant workers in the job design phase of role creation.  
• Provide formal (job review) and informal (conversations, meetings) opportunities for 

workers with low job control to provide feedback on what changes may be beneficial in 
their role.  
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• Actively seek opportunities to automate routine, repetitious, or monotonous tasks 
where possible.  

• Provide opportunities for input and consultation into roster design where possible.  
 
 

5. Inadequate support 

Examples 

• Tasks or jobs where workers have insufficient or inappropriate support from leadership, 
supervisors or co-workers.  

• Information or training to support performance, or equipment or resources to do the 
job.  

Recommended actions 

• Implement appropriate job scoping and project management at the commencement of 
work to identified required resources.  

• Schedule regular meetings with leaders or supervisors where challenges are discussed, 
and milestones and key performance indicators are established.  

• Provide formal and informal mechanisms for team members to provide feedback on the 
level of support provided.  

• Connect workers to key support functions within the business, which may include 
mental health support officers, buddy systems, or employee assistance programs.  

• Provide appropriate training of leaders and supervisors to ensure they understand their 
obligations to support team members and to ensure they have appropriate skills such 
as conflict resolution, building psychological safety and to appropriately refer workers 
on to psychological support services that can provide additional support and 
assistance.  
 
 

6. Lack of role clarity  

Examples 

• Jobs where there is uncertainty about or frequent changes to tasks and performance 
standards.  

• Important task-related information that is not available to the worker.   
• Conflicting job roles, responsibilities or expectations.  

Recommended actions 

• Leaders and supervisors need to provide clear guidance to workers on expectations 
within the role, including outputs and behavioural expectations.  

• Develop clear job descriptions or role expectations, which outline key responsibilities, 
key performance indicators, reporting lines, skills required, and decision-making 
authority.  

• Schedule meetings throughout the project or body of work to provide team members 
with opportunity to raise concerns regarding role expectations. 
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• Provide opportunities for informal (discussions, meetings) and formal (job design, 
performance reviews) feedback on role clarity, decision-making authority and role 
boundaries.  

 

7. Poor organisational change management  

Examples 

• Workplaces where organisational change is poorly managed (e.g. no change 
management plan, unclear timelines or goals, no or unclear milestones, lack of 
consultation with those impacted, lack of support provided to workers).  

• Workplaces where there is inadequate communication and consultation with workers 
about change. (e.g. workers hearing about changes from secondary or external 
resources).  

Recommended actions 

• Development of a change management plan that outlines overall strategy, key 
anticipated outcomes, anticipated challenges, timelines, and support for workers that 
may be affected.  

• Development of a strategic communications plan that outlines change timelines, key 
groups impacted, potential benefits or considerations, level of engagement and 
consultation with staff, and avenues to provide feedback.  

• Timely, concise, and targeted information to workers impacted by the change.  
• Open discussions with leaders so workers can ask questions and gain understanding of 

the changes and the associated challenges and benefits.  
• Clear information that connects workers with support systems (e.g., EAP, mental health 

counsellors, Chaplains, leaders) so they can discuss their concerns and develop coping 
strategies if they feel negatively impacted by the change.  

 

8. Low recognition and reward 

Examples 

• Jobs where there is an imbalance between workers’ efforts and associated recognition 
and reward.   

• A lack of recognition of good performance.   
• A lack of opportunity for skills development.  
• An underuse of skills and experience.  

Recommended actions 

• Gender pay equity. 
• Ensure appropriate remuneration relevant to the skills, experience, and level of the role 

or tasks being performed.  
• Conduct regular auditing of pay scales and remuneration to ensure alignment with 

industry standards.  



10 
 

• Develop effective reward and recognition program(s) that acknowledge, celebrate, and 
reward positive contributions to organisational work and culture. It’s important to note 
these should not reward unhealthy practices such as not taking leave or engaging in 
excessive work hours.  

• Provide bonus schemes with clear performance criteria and opportunities for all roles to 
participate.  

 

9. Poor organisational justice 

Examples 

• Workplaces where there is a real or perceived inconsistency in the application of 
organisational policies and procedures.  

• Unfairness in the allocation of resources.   
• Bias in the approval of work entitlements (e.g., annual leave).  

Recommended actions 

• Develop clear policies and procedures that outline the organisational approach for key 
processes such as performance review, performance management, investigations, and 
incident management. 

• Ensure equal and transparent application of policies, procedures, and standards to all 
workers across the business (e.g., everyone is held to the same Code of Conduct 
standards).  

• Ensure trauma-informed principles are implemented for all parties involved when 
responding to psychosocial concerns or incidents.  

• Ensure timely, consultative, and confidential execution of investigations to minimise the 
risk of additional or vicarious trauma for the individuals involved. (It is important to note 
that support should be made available to both the claimant and the respondent.  

 

10. Insecure work 

Examples 

• Jobs where this is little or no job security,  
• Little or no entitlements or benefits (e.g., sick leave, pay rates),  
• Low levels of control, or the need to work multiple jobs.  

Recommended actions 

• Provide contractors with adequate notice that a contract will not be renewed and 
terminated.  

• Actively support workers on limited and short-term contracts to build their skills and 
enhance their employability through professional development opportunities.  

• Consider what entitlements are offered to those on a contract and connect them to 
support services such as recruitment for advice on finding alternative work and to 
services such as the EAP to provide emotional and counselling support.  
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• Actively seek formal and informal feedback and consult with contracted workers on 
what support they would like to see and on changes to approaches or process that may 
impact them.  

 

11. Adverse environmental conditions  

Examples 

• Working with extremes of temperature.  
• Nuisance and excessive noise that disturbs concentration,  
• Poor air quality (e.g., dust). 

Recommended actions 

• Ensure appropriate monitoring of environmental conditions (e.g., temperature, noise 
and dust levels).  

• Provide adequate facilities to escape extremes of temperature (e.g., access to cool 
room in hot locations). 

• Provide workers with appropriate personal protective equipment for the conditions 
(e.g., dust mask). 

• Ensure provision of adequate food and water suitable for the environment (e.g., cold 
food available in high temperatures, warm food available in lower temperatures).  

• Ensure sufficient rest breaks are built into the work schedule to allow workers to rest 
and recuperate.  

• Develop appropriate policies and procedures that outline the organisational approach 
to dealing with adverse environmental conditions and that set minimum standards of 
care and support for workers to minimise the harm associated with environmental 
factors.  

Remote work 

Examples 

Working and living in a remote location may include:  

• Limited access to reliable communication technology.   
• Limited access to preferred support network.  
• Limited access to recreational activities.   
• Interruption and reduced capacity to fulfil usual roles and commitments in family, 

community or other social networks.   
• Challenges with reintegration to home and work environments after being away from 

them or few opportunities to escape work issues and work relationships.  
• Work where travel times may be lengthy, or commutes that include multiple modes of 

transport, crossing time zones, overnight accommodation, impact or unpaid personal 
recovery time.  
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Recommended actions 

• Ensure provision of adequate, reasonably clean accommodation for all workers.  
• Provide opportunities for social interaction and connection outside of work (e.g., BBQs, 

sporting events, social gatherings, games nights).  
• Ensure workers have the ability to contact family members and friends at home (e.g., 

good internet connection capable of sustaining video calls). 
• Ensure adequate access to water and nutritional food for remote workers.  
• Provide and actively promote support services such as a mental health officers, 

Chaplains, and EAP.  

 

12. Isolated work 

Examples 

• Work where there may be limited opportunities for problem solving or feedback.   
• A perception of increased responsibility for decision making.   
• limited opportunities for socialisation.   
• Barriers to communication.  
• Blurring of boundaries between home and work life.  

Recommended actions 

• Ensure appropriate policies, plans, and procedures are in place to manage isolated 
work.  

• Ensure there is a journey management plan to and from isolated locations. 
• Ensure there is appropriate capacity for isolated workers to contact the main base of 

operations (e.g., satellite phone).  
• Ensure there are opportunities for workers working at isolated locations to socialise 

with colleagues when they return.  
• Implemented appropriate training and awareness around the potential impact and risks 

of isolated work and share that with workers.  

 

13. Fatigue  

Examples 

• Entering a state of mental and/or physical exhaustion that reduces the individual’s 
ability to work safely and effectively.  

• Includes where there are high cognitive demands, such as sustained concentration or 
extended work hours.  

• This may also include design, quality and management practice for accommodation 
facilities that compromise the amount and quality of sleep and rest.  
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Recommended actions 

• Use appropriate tools to inform job design elements such as the S.M.A.R.T framework 
(Thrive at Work, Curtin University) to design roles in a way that can limit fatigue (e.g., 
minimisation of monotonous or repetitious tasks where possible, provision of adequate 
breaks, adequate time to perform the work required, adequate resourcing to ensure 
there are enough people, tools, and adequate training to perform the task).  

• Examine provision of breaks and recovery periods for jobs that involve long periods of 
concentration, vigilance, or emotional labour (dealing with difficult situations, 
emotions, or people) that may be additionally taxing on workers.  

• Factor in travel time to and from both work and site (e.g., what are the additional fatigue 
impacts for crews that travel longer distances to their worksite or who may have travel 
to regional locations once they arrive back to the city from their swing).  

• Encourage and provide avenues for a positive culture of reporting fatigue. This will be 
supported by creating an environment of psychological safety where workers feel 
comfortable to speak up, raise concerns, feedback or issues, including around the 
impacts of fatigue.  

• Provide adequate training to workers to help recognise the signs of fatigue in 
themselves and colleagues and to encourage reporting of fatigue.  

• Provide training and information to support good sleep hygiene practices for workers 
and ensure ongoing refresher training. This includes elements such as controlling light, 
noise, temperature, and potential impact of foods and alcohol on restful sleep.  

• Ensure provision of flexible roster arrangements, with shorter, even time options to 
allow for better work-life balance.  

 

14. Burnout  

Examples 

• Burnout is a syndrome conceptualised as resulting from chronic workplace stress that 
has not been successfully managed. It is characterised by three dimensions: 

o Feelings of energy depletion or exhaustion. 
o Increased mental distance from one’s job, or feelings of negativism or cynicism 

related to one’s job.  
o Reduced professional efficacyiii.  

• This may also include emotionally demanding work with low support and control, and 
insufficient time for rest and recovery.  

Recommended actions 

• Look at job re-design principles to eliminate, prevent or reduce factors that may be 
impacting individual burnout (e.g., work demands, job control, and job autonomy).  

• Ensure support options are provided and communicated to all workers. This may 
include training on the topic of burnout. Including burnout in leadership training and 
discussions and promoting awareness around recognising signs and symptoms.  

• Ensure provision of flexible roster arrangements, with even time options to allow for 
better work-life balance.  
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• De-stigmatise conversations about mental health, stress and the impact of work 
relationships, work demands, job control, autonomy, and fatigue which may all be 
contributing factors to work-related burnout.  

• Provide informal (conversations) and formal (meetings, surveys) opportunities for 
workers to provide feedback on how they are going and ensure there is a good culture of 
responding to concerns raised by workers.  

• Connect workers with support through mental health officers, Chaplains, or EAP.  

 

15. Inappropriate and unreasonable behaviour  

Examples 

• Witnessing or experiencing situations involving violence or aggression, sexual assault, 
bullying, sexual and racial harassment, conflict, and discrimination.  

Recommended actions 

• Develop and implement policies governing acceptable behavioural standards and 
expectations of all workers including, but not limited to, values, Code of Conduct, 
grievance procedure, Family and Domestic Violence, incident investigation, and leave 
entitlements.  

• Ensure behavioural expectations are communicated to all workers, supported by a 
culture of accountability. This means that all workers are held to the same Code of 
Conduct and behavioural standards, processes are fair, consistent, timely and 
transparent.  

• Ensure a consistent and fair application of processes and policies to individuals (i.e., 
ensure that there are not different rules for different workers). 

• Provide support services for workers that may be impacted by the unreasonable 
behaviour of other colleagues (e.g., mental health officers, Chaplains and EAP).  

• Provide training on behavioural expectations and Code of Conduct requirements. This 
includes ensuring that specific consideration is given to high impact behaviours such as 
bullying, gendered violence such as sexual harassment or assault, violence and 
aggression, verbal harassment, and prejudice and discrimination.  

• Provide opportunities (e.g. focus groups) for open discussions on inappropriate and 
unreasonable behaviours so workers can explore and ask questions to better 
understand the range of behaviours and how they may impact other workers.  

• Implement training that involves opportunity for open discussions and asking questions 
on the topic, in addition to covering behavioural expectations, awareness raising around 
diversity and inclusivity, communication and conflict resolution skills, mental health 
awareness. These should be grounded in adult learning principles that allow people to 
apply knowledge and understanding through discussions, case studies, and group 
activities.  
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16. Family and domestic violence  

Examples 

• Witnessing or experiencing situations involving physical threats or violence.   
• Instances of physical, emotional or psychological abuse.  
• Instances of harassment, assault, sexual assault, threats, coercion, intentional damage 

of property.  
• Economic abuse, such as unreasonably denying financial autonomy or unreasonably 

withholding financial support.  
• Controlling or dominating another family member, causing them to feel fear for their 

safety or wellbeing, or the safety and wellbeing of another person.  
• Preventing a person from making or keeping connections with their family, friends or 

culture.  
• Controlling and monitoring work-related communication.  
• Unlawfully depriving someone of their liberty.  

Recommended actions 

• Provide training and education programs on the breadth and impact of family and 
domestic violence (including not only spouse or intimate partner violence, but violence 
against family members, financial control, coercive control, and emotional abuse). 

• Ensure your organisation has a family and domestic violence policy that is shared and 
communicated to all workers.  

• Ensure adequate leave provisions for persons that may be affected or impacted by 
family and domestic violence.  

• Support return to work for individuals that may have been impacted by family and 
domestic violence, e.g., through flexible work arrangements.   

• Promote and connect people to internal (e.g., mental health officer, Chaplains, EAP) 
and external (e.g., 1800 RESPECT – 1800 737 732) support services.  

• Provide a safe, secure and accessible reporting mechanism, including properly training 
contact people within the workplace.  

• Assure workers of their right to confidentiality and support if they choose to disclose 
family and domestic violence.  
 
 

17. Traumatic events 

Examples 

• Witnessing or experiencing situations involving death or threat to life, serious injury, 
near misses and self-injury.  

Recommended actions 

• Adopt a systematic approach to psychosocial hazard identification and risk 
management to minimise the occurrence of traumatic events or exposure.  

• Develop clear policies and procedures that cover how the organisation prevents, 
minimises and addresses trauma, vicarious trauma and secondary trauma, and ensure 
these are socialised with all relevant roles.  



16 
 

• Ensure provision of effective and appropriate support (e.g., Chaplains, EAP) to 
individuals that may have been impacted.  

• Ensure there are robust mechanisms to learn from critical incidents or events to 
minimise the risk of a traumatic event reoccurring.  

• Provide adequate training to workers on both physical and psychological safe work 
principles and ensure high-risk roles (e.g. first responders) are given mental health 
awareness and mental health first aid training, to both assist others and to recognise 
signs and symptoms when they may have been impacted.   

• Adopt trauma-informed approach to dealing with situations to minimise the risk 
associated with re-traumatisation and additional psychosocial harm.  

 

18. Vicarious trauma and secondary trauma  

Examples 

• Vicarious trauma refers to trauma symptoms that develop overtime in response to long-
term exposure to other peoples’ trauma.  

• Secondary trauma refers to trauma symptoms that occur after hearing or witnessing 
someone else’s trauma on one occasion.  

• These can include work where this potential for exposure to traumatic or distressing 
information and material, including jobs that involve interaction with people that are 
experiencing trauma, interaction with people that have been abused and investigations 
into traumatic events.  

Recommended actions 

• Adopt a systematic approach to psychosocial hazard identification and risk 
management to minimise the occurrence of traumatic events or exposure.  

• Develop clear policies and procedures that cover how the organisation prevents, 
minimises and addresses trauma, vicarious trauma and secondary trauma and ensure 
these are socialised with all relevant roles.  

• Adopt trauma-informed principles when managing investigations, critical incidents or 
similar to minimise the potential for re-traumatisation or additional trauma.  

• Provide training on mental health and wellbeing, including recognising risk, signs and 
symptoms associated with vicarious and secondary trauma.  

• Consider specific training and support interventions for high-risk roles such as 
emergency services officers, Chaplains or mental health counsellors, human 
resources, employee relations, medics, treating officers and any other role that may 
have exposure to traumatic events or psychological harm or injury
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i Code of Practice: Psychosocial Hazards in the Workplace (2022) 
ii SafeWork Australia (2021) 
iii Burnout definition, World Health Organization (2019)  


