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Executive summary 
A cross section of the business involving members from Health and Safety, Employee Relations, 
Human Resources, mental health support and representatives from across the business came 
together to develop a vision for psychosocial health for the organisation. The group completed a 
S.W.O.T analysis (strengths, weaknesses, opportunities, threats) and worked in groups to define both 
our current and ideal future state in relation to psychosocial health, with a specific focus on how we 
can engage leaders, what key actions are required and where do we want to be as an organisation in 
12 months and three years’ time respectively.  

The results of the S.W.O.T analysis identified organisational values, safety culture and the mental 
health support model as key strengths in relation to psychosocial health in the organisation. 
Weaknesses identified are most clearly summarised into the overall challenges of fear and 
reactiveness (regarding psychosocial issues), balancing cultural tensions in relation to retaining a 
fast-moving, high-performance culture with a thorough and systematic approach to address 
psychosocial risk, and potential organisation/job architecture design issues.  

Significant opportunities were identified across the business in the area of psychosocial health and 
safety, predominantly relating to improving diversity and inclusion, providing options around positive 
sharing (of psychosocial initiatives and success stories), leadership development related to 
upskilling on identifying issues and having conversations, communicating behavioural expectations, 
mapping hazards, supporting better outcomes regarding contractors and developing better 
measuring tools/metrics. The key threats identified related to reputational risk, the challenges 
associated with the pace of the business, enabling confidence to speak out about behaviours, 
underappreciate/underrepresented areas (such as a male to male and female to male sexual 
harassment risk) and ensuring systems and processes are applicable for the international context.  

The discussion on current and ideal state with regard to the psychosocial vision identified that within 
the next twelve months, it will be critical for leaders to define a common language and demystify the 
topic of psychosocial risk, have leaders develop an understanding of risk and controls, identify role-
related risk(s), understanding risk-tolerance and minimise bias within the organisation. Other key 
discussions related to accurately measuring psychosocial safety climate (and generally identifying 
relevant metrics and lead indicators) and integrating good practice into how the business works. The 
group recognised the importance of ensuring that the risk management and compliance aspects of 
the work were balanced with initiatives and communication that clearly articulates the cultural and 
wellbeing benefits of the psychosocial health work.  

It’s important to acknowledge that while organisation and system level intervention and 
responsibility is critical, leaders play a vital role within this cultural transformation. The work will also 
need to be underpinned by effective consultation and engagement with workers to identify 
psychosocial hazards and solutions.  
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Background  
Psychosocial risk has been identified as an emergent concern across a number of industries, 
including the mining and resources sector.  A psychosocial hazard is defined as anything that could 
cause psychological harm (i.e. cause harm to mental health). Psychosocial hazards typically occur 
through design or management of work, the work environment, plant at the workplace, or workplace 
interactions or behaviours.  

On 31 March 2022 the WA Work Health and Safety Act 2020 and Work Health and Safety 
Regulations came into effect. This means that ‘health’ now referred to both physical and 
psychological health. Relevant organisations were now required to provide a workplace that was 
both physically and psychologically safe. This involved taking steps to not expose workers to 
hazards, conducting psychosocial risk assessments, providing suitable information, instruction and 
training, notifying the regulator of reportable incidents and injuries and investigating hazards or 
injuries that have been reported by workers.  

Psychosocial hazards are aspects of work that can affect workers’ emotions, behaviours and health. 
Psychosocial risks are the likelihood or probability that a person will be harmed or experience 
negative health effectives from being exposed to a psychosocial hazard. Examples include poor 
leadership practices and workplace culture, work demands, lack of role clarity, organisational 
change management, organisational justice, adverse environmental conditions, inappropriate 
behaviour (including sexual harassment and assault), fatigue, burnout and trauma/vicarious trauma.  

Addressing psychosocial risk  
The first step is to identify the hazard. There is a critical role for consultation of workers to 
understand hazards and risks on the ground. This needs to be coupled with an openness to listening, 
learning and changing based on feedback.  

The second step is to assess the risk by considering what could happen if workers were exposed to 
one or more hazards. The following elements need to be considered: 

• Who might be exposed? 

• Frequency (of exposure) 

• Severity 

• Duration 

• The potential interactions of multiple risk factors 

• Existing controls and their efficacy 

• Any other addition primary, secondary or tertiary controls that could be implemented. 

The third step is to control, or if possible, eliminate the hazard. However, elimination is typically very 
difficult to do in relation to psychosocial risk owing to the complexities and multiple interaction 
points associated with human behaviour.  
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Critical success factors will be: 

• communicating behavioural expectations across the business.   

• upskilling those in supervisory and leadership roles to support psychological safety (creating 
an environment where people can speak up, raise concerns, feedback or ideas, without fear 
of negative reprisal).   

• have courageous conversations.  

• fostering a culture of accountability.  

The final step involves reviewing control measures and adjusting them if required.  

 
Figure 1:  Psychosocial risk management approach 

The case for addressing psychosocial risk, and more specifically supporting psychosocial health, is 
clear. Not only is there a return of investment of between 1.3 – 4.7 times every dollar spent (Deloitte 
2019). There is also the impact on key metrics such as increased engagement, reduced 
absenteeism, turnover and workers’ compensation claims that clearly demonstrate the benefit to 
both productivity and wellbeing for individuals and the organisation.   

Aims  
While the changes to the Act and Regulations have been an industry catalyst to address 
psychosocial risk, the business recognises the importance of not just managing risk, but actively 
promoting and supporting psychosocial health.  

This report aims to distil the key discussion points, challenges, opportunities and ideas from the 
session into a clear psychosocial vision. The vision will help guide work in this area in addition to 
informing the development of a multiyear psychosocial action plan.  

Critically, the multiyear plan will outline specific actions to support the vision, including measures of 
success. It is essential that the risk and compliance elements of the psychosocial work are balanced 
by articulating and driving the wellbeing and flourishing benefits of proactively addressing 
psychosocial health at an organisational and cultural level. This vision will then be presented to the 
Executive with the aim of driving the vision and cultural transformation work in addition to modelling 
key behaviours to support psychosocial health and wellbeing in the organisation.  
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In addition to ensuring we meet all of our compliance and risk management requirements with 
regard to psychosocial health, the business is developing a strategy and initiatives to support 
flourishing at the workplace. This refers to creating an environment where people feel valued, 
motivated, engaged and connected to meaning and impact in their roles.  

To support this, we are developing a mental health and wellbeing strategy that outlines and guides 
both prevention and support initiatives to improve mental health and psychosocial safety. This 
involves a consultative, integrated approach across the business, driven by evidence-based 
initiatives and addressing root-cause issues that impact psychosocial health (culture, leadership, 
inclusivity, belonging) in addition to value-add programs that support connection and wellbeing. This 
will include consideration for adopting culturally safe and secure practices for First Nations and 
people from culturally and linguistically diverse backgrounds to support optimal mental health 
outcomes.  

PERMA+ model 
The PERMA+ model outlines an approach that could be adopted by the business to support the 
concept of flourishing. The model is a positive psychology, evidence-based approach developed by 
Dr. Martin Seligman to supporting this notion of thriving in an organisational setting.  

The elements outlined would provide key drivers to guide the business on how to improve 
engagement and wellbeing, creating an environment where workers feel engaged, motivated and 
supported. Key actions under each heading would be developed and incorporated into our overall 
mental health strategy.  

The driver behind this is not just supporting a risk management and compliance approach, but also 
driving the creation of an environment and support architecture that promotes psychosocial health 
and flourishing.  

 

 
Figure 2:  PERMA+ model  



 

7 

 

S.W.O.T analysis  
As part of the session, participants were divided into smaller groups to undertake a S.W.O.T analysis 
on the current status of psychosocial risk engagement within the organisation.   

Strengths 
The organisational values and overall safety culture were seen as a strength for the business. The 
ability to engage multidisciplinary stakeholders in a vision setting session was seen as highly 
beneficial. There also appears to be organisational willingness to provide feedback through 
engagement survey.  

The mental health support model was praised as a strength of the business, in addition to the 
leadership framework strategy and creation of an environment where it’s safe to speak up. Bystander 
training, and access to subject matter expertise were also valued. We’re also improving alignment of 
expectations with contractors and visitors regarding psychosocial wellbeing.    

Weaknesses 
The group discussion identified several potential weaknesses, some of which could translate into 
opportunities with the appropriate work.  

• Lack of role clarity (key responsibilities, role boundaries and how people know they’ve done a 
good job), duplication of work and organisational design and job architecture.  

• Lack of clear workforce planning, alignment of expectations with contracts and general fear 
and reactiveness around psychosocial issues were all cited as challenges.   

• “You’re on the bus or not” mentality was seen as black and white, limiting mindset that acted 
against us being able to take people on the journey.  

• Pressure to perform in roles and extension of stretch targets were identified as challenging. 
Inappropriate behaviour and individual deviation from cultural norms were also discussed.  

• Consideration was also given to our review of significant incidents, asking whether or not it 
drives the right behaviours in our people?  

• There were also concerns regarding Western Australian-centric thinking given we are an 
international business.  

• Participants also identified a lack of support for leaders and inability to currently measure our 
psychosocial index.  

• The speed of change management, relationships conflicting with process, and a sense of fear 
and reactiveness around psychosocial risk was also cited.  

• Feedback indicated that teams get caught up in the ‘doing’ and don’t always know what they 
need in relation to psychosocial support.   

Opportunities 
• Participants discussed improving our diversity in addition to the need for leadership upskilling 

and development.  
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• Improved support for non-binary and transgender staff, along with the need for more 
education and diversity of thought was identified.  

• Questions were raised regarding our approach to dealing with outcomes of psychosocial 
incidents, with participants noting that to date we have been quite black and white in our 
response to psychosocial issues (i.e. dismissal).  

• Participants suggested that we need to consider a restorative justice approach as part of a 
Just Culture approach.  

• It was also noted that we need to improve our data capture in, particularly with regard to lead 
indicators of psychosocial risk.  

• Participants flagged how we could engage and better improve outcomes regarding 
contractors. It was noted that the issue is bigger than just our sites – with participants 
considering how we can become part of a bigger solution across the industry, including how 
can we better facilitate information sharing to promote a change in leadership style and 
behaviour? How do we bring some of the key themes to life around psychosocial risk without 
scaring or traumatising people? How can we share what people have done right? We need to 
get a better understanding of intent versus impact, including how we can get people to better 
consider the consequences of actions or inaction in this space.  

• The group posed further questions around how we can build self-awareness without creating 
an environment where people are too scared to step out of line, noting that the business 
needs to focus on helping our leaders understand their responsibilities with regard to 
psychosocial health and wellbeing.  

• There is a need to develop a common understanding of acceptable behaviours, clarify why 
certain behaviours may cause harm and develop or adopt effective measurement tools for 
leaders.  

• In relation to our psychosocial bowties, the group identified that we know the hazards, but 
sought clarification on the levers and tools we have to provide to our leaders to address these 
issues. Questions were asked around whether the business has mapped all the hazards and 
how do we communicate this understanding to workers, noting that we need to find ways to 
share experiences and lessons learnt as well as positive psychosocial examples.  

• There is an opportunity to further support psychosocial initiatives through Human 
Organisational Performance (HOP) factors being embedded within the business.  

• Additionally, there are opportunities to consider how we measure psychosocial climate and 
define our risk appetite as a business moving forward.   
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Threats  
The pace of the business (big, quick priorities) was identified as a threat by the group, in addition to 
the inherent reputational risk associated with psychosocial issues. In addition to established risk 
areas (e.g. male to female sexual harassment), we also need to consider male to male and female to 
male psychosocial risk (e.g. sexual harassment).  

The group identified the need for additional consultation with workers to ensure we adequately map 
all the hazards. In some instances, there is a case of ‘we don’t know what we don’t know’ in this 
space.  

The business and workers need confidence to speak out about these behaviours, it also can’t just be 
a focus on gender, we want look at diversity and to manage risk for all workers. However, we also 
don’t want to end up with a rule for everything. The business is moving very quickly with the impact of 
globalisation, and we need to make sure we’re aligned across different functions and areas.  

There are also challenges around individual deviations and intergenerational and international 
differences. It will be important to provide a safe space for people to speak up and ask questions 
without fear of ‘slipping up’. 
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Key outcomes  
What does success look like?  
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How do we engage our leaders? 



 

12 
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What actions will move us forward?  

 

Role-base risk assessments 

 

Promotion of behaviours that support psychological health 

 

Effectively sharing initiatives across the business 

 

A clear psychosocial standard 

 

Re-design of organisational design and job architecture 

 

Developing a common language across the business 

 

Address biases and myth-busting 

 

Monitor/measure psychosocial safety and the impacts of programs on 
employees and business performance 

 

Leveraging existing internal initiatives 
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Vision summary  
The overarching future vision for the business is to create a culture that values curiosity over blame, 
where people can bring their whole selves to work and feel they are able to grow, be valued, feel 
included, a sense of belonging and connection to meaning and impact in their role.  

We seek to create a psychologically safe environment where people can raise issues, provide 
feedback and seek support without fear of negative reprisal. This includes developing a shared 
language that allows for robust conversation around psychosocial risks and diverse psychological 
wellbeing. This will be in conjunction with the development of effective systems, resources and 
procedures to not only address psychosocial risk, but actively support psychosocial health and 
flourishing.  

We will consult with our workforce and ensure we are effectively identifying, addressing and 
reviewing psychosocial hazards with innovative approaches and effective controls.  

12 months  
• Completed our psychosocial enforced undertaking body of work, including: 

o Establishment of a clear psychosocial vision for the business.   

o Design and delivery of a respectful behaviours campaign to be shared throughout the 
industry.  

o Comprehensive literature and best-practice review in relation to psychosocial risk-
management and wellbeing.  

o Development and delivery of worker, contractor and sub-contractor psychosocial 
education sessions.  

o Review of our psychosocial taxonomy and psychosocial risk-management bowties.  

o Review of camp design with a psychosocial lens.  

o Development of a psychosocial assurance standard for contractors.  

o Development and distribution of a security and duress app.  

o Development of a multi-year psychosocial wellbeing plan.  

o Supporting resources (reports, quick reference guides, documentation) to promote 
psychosocial health across industry partners.  

• Establishment of a measure of psychosocial safety climate to facilitate a data-driven 
approach to addressing psychosocial risk.  

• Development of a mental health and wellbeing strategy for the business.   

• Establishment of a positive psychosocial bowtie – identifying key enablers of flourishing and 
wellbeing.  

• Engage senior executive and Board level with key psychosocial strategy and initiatives, 
supported by appropriate training and workshops.   

• Introduce psychosocial health into safety coaching across the business.  
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• Conduct role-based risk assessments for high-risk roles.  

• Develop a common language and understanding of psychosocial risk and wellbeing and 
establish baseline behaviours.   

• Ensure leaders across the business understand relevant risk and control measures.  

• Establish metrics to determine progress on addressing psychosocial risk and business 
performance impacts.  

3 years  
• Establishment of a culture, driven by senior leadership and cascading down, that actively 

seeks to understand psychosocial hazards, psychological safety and psychosocial health.   

• Completion of our three-year psychosocial multiyear plan.  

• All leaders across the business to have completed psychosocial risk training.  

• Clear strategies across employee life cycle to ensure capacity building to establish 
psychological safety and address psychosocial risk in teams (leadership competencies, 
assessment of culture and values fit, training and coaching, enhanced capacity to identify 
and assess psychosocial risk and integration across multiple business functions).   

• A measurable improvement in key metrics that measure psychosocial wellbeing (key 
performance indicators to be determined).  

• Active reporting to the Board on progress against psychosocial risk targets.  

Conclusion  
It is important to emphasise the need for organisational and systemic level change, rather than 
targeting individuals. Within this we need to ensure we are engaging leaders and supporting them 
through the change. Furthermore, we need to recognise and appreciate the knowledge and 
experience of our workers and ensure we undertake robust consultation to help identify and address 
psychosocial risk.  

It's important we acknowledge and understand the impact and importance of diversity, and the 
impact of power and privilege on different groups within the business. We recognise that addressing 
psychosocial risk and in turn, supporting psychosocial health is a challenging process and we are 
open to changing our approach in the future if there is clear reason to do so. This is a critical part of 
fostering a learning and adaptive culture. Ultimately, the benefit of this work is for all people within 
the business, to create a safer, happier workplace we people feel supported, engaged and 
acknowledged for their contribution.  
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