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Requirement / 
Focus Area 

Assessment Recommendation 

Commentary / Questions Good practice 

1. Poor leadership 
practices and workplace 
culture 

How does leadership communicate the importance of 
psychosocial safety? 

• Shape and endorse relevant strategy documents, leading by example 
(behaviours), public ownership and commitment.  

• Completion of relevant training.   
How does the organisation measure and respond to 
inappropriate or unreasonable workplace behaviours? 

• Confidential and anonymous surveys, focus groups, third party Speak 
Up/Whistleblower functions, 

• Toolbox talks.  

• Grievance policy and procedure.  

• Clear HR investigation process. 

• Appropriate training. 

• Toolbox talks  
How does the organisation measure and respond to 
issues of racism, sexism, or other forms of 
discrimination? 

• Confidential and anonymous surveys, focus groups, third party Speak 
Up/Whistleblower functions 

• Toolbox talks.  

• Grievance policy and procedure.  

• Clear HR investigation process.  

• Appropriate training.  

• Toolbox talks  
How are senior executives / senior leaders held 
accountable for fostering a positive workplace culture? 

• Training/competency, KPIs, examining and acting on data/feedback.  

• Values alignment and culture of accountability.  

2. Poor or no policies 
and procedures 

Are there clear policies addressing psychosocial 
hazards? 

• Policies covering Code of Conduct, Behavioural expectations, Family and 
Domestic Violence, social media.  

 How are employees and contractors made aware of 
these policies? 

• Opportunities to consult on policy development, information sessions, training, 
notices, engagement through HS representative, email communication, hub 
pages, site notice boards.   



 
Requirement / 
Focus Area 

Assessment Recommendation 

Commentary / Questions Good practice 

 Is there a procedure that outlines a reliable mechanism 
for reporting, investigating and responding to 
psychosocial incidents, hazards and risks? 

• Clear guidelines for HR investigations, reflective of trauma-informed care 
practices, confidentiality and ethical reporting training and considerations.  

 How often are policies reviewed and updated to reflect 
best practices? 

• Annual review of critical policies related to psychosocial safety, engagement and 
consultation with workers and subject matter experts.  

3. Work demands Are workload expectations reasonable and 
manageable within standard working hours? 

• Formal and informal feedback mechanisms to capture information on work 
demands. Ensure break times are allocated and taken.  

• Continually evaluate targets and production demands relative to FTE and 
available workforce.  

• Toolbox talks discussions on workload and speaking up.  

 Is there a process to address concerns about 
excessive work demands? 

• Formal and informal feedback mechanisms (surveys, meetings, focus groups) to 
capture information and feedback on work demands.  

• Ensure break times and leave are allocated and taken.  

• Continually evaluate targets and production demands relative to FTE and 
available workforce.  

 Is there a process to address employees or 
contractors that have repetitive or monotonous tasks? 

• Examine opportunities for job redesign or adjustment (e.g. task swapping, 
opportunities for automation or increasing job autonomy) using SMART Work 
Design framework from Future of Work Industry (Curtin University).  

4. Low levels of control How much autonomy do employees have in their 
roles? 

• Consult and identify opportunities to improve role autonomy, input into decision-
making, task variety, control over scheduling, and work methods.  

 Are there mechanisms for employees to provide input 
on decisions affecting their work? 

• One up meetings, consultation processes built into change management, third 
party Speak Up/Whistleblower functions. 

 Is there a process to address concerns about different 
accommodation preferences? 

• Limiting practices such as changing rooms or 'motelling' during a swing.  

• Opportunities for couples to request couples rooms, formal and informal 
mechanisms to provide feedback.  
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Focus Area 

Assessment Recommendation 

Commentary / Questions Good practice 

5. Inadequate support  What formal support systems are in place (e.g., EAP, 
peer support groups)? 

• Multiple avenues for psychological support available (EAP, peer support, mental 
health/wellbeing officers).  

• Information promoted through multiple formats (posters, emails, SharePoint 
information, promoted at relevant training and events). 

 Are managers accessible and responsive to employee 
concerns regarding support? 

• Regular opportunities for contact (meetings, one on ones, prestarts, toolboxes).  

• Opportunities to provide leadership feedback (culture surveys, 360 feedback 
processes).  

• Culture of accountability from senior leadership.  

 How does the organisation ensure there is sufficient 
equipment and resources for employees to do their 
job? 

• Provision of information and training relevant to each role/task.  

• Clear understanding of resourcing and equipment requirements.  

• Formal and informal mechanisms for workers to provide feedback on level of 
support relative to workload/task complexity.  

6. Family and domestic 
violence 

How is support provided to those experiencing family 
or domestic violence? 

• Connect individuals directly to support services (wellbeing support, EAP).  

• Connect to relevant external support (e.g. 1800RESPECT).  

• Family and domestic violence policy, connecting impacted individuals with other 
relevant support services and facility to make appropriate work-related 
considerations and adjustments.  

 Is there training and development for leaders to assist 
with identifying signs, knowing pathways to escalate a 
response and refer on? 

• Provision of family and domestic violence training to leaders and first 
responders.  

• Advertising and promotion of key support services in common areas.  

7. Lack of role clarity Are there clear written expectations regarding job 
outputs, KPIs, deliverables, competency, skill 
requirements and behaviours? 

• Job descriptions, annual performance plan and review process, operational 
plans, project management frameworks to guide management and completion of 
work.  
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Focus Area 

Assessment Recommendation 

Commentary / Questions Good practice 

 Are job descriptions clear and well-communicated? • Written job descriptions, communication of expectations during performance and 
work planning, regular meetings to discuss issues and track progress.  

 How often are roles reviewed to ensure clarity and 
alignment with organisational goals? 

• Annual review of role requirements, skills, expectations and development 
opportunities. 

8. Poor organisational 
change management 

How are employees informed and involved in 
organisational changes? 

• Clear change management framework, consultation on critical decisions 
affecting workers were appropriate, clear timelines, communication of outcomes, 
deadlines and milestones, provision of psychological support services (mental 
health and wellbeing officers, EAP) 

 Is there a structured plan for managing the 
psychosocial impacts of major changes? 

• Risk assessment for change management process.  

• Provision of psychological support services (mental health and wellbeing officers, 
EAP), communication strategy, consultation process.  

9.Low recognition and 
reward 

What mechanisms exist to recognise and reward 
employees for their contributions? 

• Formal programs to celebrate success.  

• Financial incentive and reward for meeting KPIs.  

• Awards and other formal recognition for not only outputs but positive behaviours 
and living values.  

 Are recognition programs inclusive and equitable? • Recognition programs that recognise and acknowledge diversity within the 
business.  

• Values based awards and recognition.  

• Celebration and acknowledgement of diversity.  

10. Poor organisational 
justice 

Are decisions related to promotions, disciplinary 
actions, and resource allocation transparent? 

• Clear policies and procedures regarding disciplinary and grievance processes.  

• Clear, fair and consistent criteria regarding the system for promotion and career 
advancement.  

 Are grievance procedures fair, accessible, and 
unbiased? 

• Clear grievance procedure policy.  

• Trauma-informed care and training for relevant workers (e.g. HR, ER).  
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11.Insecure work How secure do employees feel in their roles? • Clearly articulated role entitlements, benefits, sick leave, pay rates and other 
relevant information in contracts. Internal mechanism for redeployment 
opportunities internally during redundancy processes.  

• Clear communication regarding job security whenever possible.   

 Are there clear policies and communication strategies 
regarding job security? 

• Communication strategy as part of overall change management process. 
Redundancy information communicated in a timely fashion.  

• Provision of post redundancy EAP support and career advice.  

 Is there a provision of flexible working arrangements 
and even-time rosters? 

• Flexibility and choice regarding roster selection for FIFO and DIDO workers 
where possible.  

• Provision of even time rosters to support better work/life balance.  

12.Adverse 
environmental 
conditions 

Are there systems in place to monitor and address 
adverse environmental conditions? 

• Clear standards regarding acceptable levels of exposure to temperature, dust, 
noise and vibration.  

• Appropriate testing and feedback mechanisms for workers to raise concerns.  

 How does the organisation manage accommodation 
arrangements while their employees are working away 
from home? 

• Clear key/swipe card management process.  

• Accommodation policy outlining key principles and arrangements.  

13.Remote work / 
Isolated work 

How does the organisation support employees working 
remotely or in isolated conditions? 

• Journey management/travel plans.  

• Communication plan.  

• Provision of high-speed internet access for contact with family.  

• Scheduled check ins.  

 How does the organisation manage lengthy travel 
times (multiple modes of transport, crossing time 
zones) 

• Journey management/travel plan.  

• Fatigue management plan.  

• International travel policies/procedures.  

• Appropriate rest days.  
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14.Fatigue and burnout How does the organisation monitor and mitigate risks 
associated with fatigue? 

• Provision of even-time roster options.  

• Toolbox talks, extension of roster approval (sign off), fatigue management 
training, sleep hygiene training.  

 What programs are in place to identify, prevent and 
address burnout? 

• Integration of different support streams (wellbeing support, EAP, Speak Up, HR 
functions etc) to share critical information to understand trends and better inform 
decision-making. 

15.Inappropriate and 
unreasonable behaviour 

How are reports of inappropriate behaviours handled? • Clear HR processes and systems to capture and appropriately respond to claims 
regarding inappropriate behaviours.  

• Engagement between Health and Safety, HR and ER to evaluate incident, 
outcome and approach for continuous improvement.  

 Are employees satisfied with the outcomes of 
complaints they’ve made? 

• Employee feedback mechanism to appropriately notify them of the outcome of 
their complaint. 

16.Traumatic events and 
psychological harm 

Are there guidelines for trauma-informed practices in 
handling incidents involving psychological harm? 

• Trauma-informed care principles incorporated into mental health first aid training.  

• Training provision and tracking for key first responder roles.  

• Clear support processes and mechanisms for first responders to minimise 
vicarious trauma risk.  

 Are managers trained in trauma-informed and survivor-
centred practices? 

• Mental health training for leaders.  

• Refresher courses.  

• Tracked attendance.  

 How are employees supported after exposure to 
traumatic or secondary traumatic events? 

• Clear processes for post-incident support.  

• Fitness for Work and Return to Work care plan provision.  

• Ongoing formal support mechanisms such as wellbeing support officers and/or 
EAP.  
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17.Vicarious trauma How does the organisation mitigate exposure to 
vicarious trauma? 

• Provision of appropriate mental health first aid training to relevant personnel.  

• Connection with appropriate support services (wellbeing support officers, EAP).  

• Review of incidents for evaluation and continuous improvement opportunities.  

• Clear acute mental health response procedure with provisions for psychological 
support for first responders.  

 How does the organisation train and ensure 
competency for first responders? 

• Mandatory mental health first aid training for first responders.  

• Tracked attendance.  

• Refresher courses.  

Educational and guidance outcomes 

18.Survivor-centered 
and trauma-informed 
responses 

Do leaders and first responders understand trauma-
informed care principles? 

• Mental health for leaders and first aid training inclusive of trauma-informed care 
principles.  

 How are affected workers supported during and after 
incidents? 

• Acute mental health or equivalent procedure.  

• Care/treatment plan.  

• Connection with support services (wellbeing support officers, EAP).  

• Fitness for Work assessments and Return to Work plans.  

19.Risk management vs. 
compliance focus 

How does the organisation ensure a proactive risk 
management approach? 

• Risk and assurance function or similar.  

• Provision of risk assessment, identification, analysis and control of major 
hazards.  

• Consultation with the workforce (risk assessment, surveys, focus groups) to 
identify hazards and risk exposure.  

• Incorporating feedback mechanisms for a continuous improvement approach.  
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 Are compliance mechanisms balanced with employee 
well-being considerations? 

• Balancing compliance with ethical reporting requirements such as considerations 
around confidentiality.  

Guidance for contractors: 

20.Dealing with reports 
of inappropriate 
behaviour 

Are contractors provided with clear, collaborative 
frameworks to address behaviour issues? 

• Expectations clearly communicated to contractors.  

• Clear compliance standards from the client.  

• Clear feedback mechanisms to identify and discuss issues.  

 How are affected worker/s safety and wishes 
incorporated into contractor responses? 

• Clear pathways for escalation of feedback from contractors to their management.  

21.Psychosocial risk 
management for smaller 
Contractors/ Sub-
contractors 

What scalable practices are suggested for small 
contractors to manage psychosocial risks? 

• Review government information, access to online support, one page guide for 
business around general information and where to find support externally.  

• Mental health first aid training.  

• Surveys and focus groups to identify psychosocial hazards.  

22.Minimum standards 
for risk management 

What specific standards are required of contractor 
companies to align with client expectations? 

• Communication of core standards including code of conduct, behaviour 
expectations, equal employment opportunity.  

Targeted training and research 

23.Training programs 
on racism and sexism 

Are training programs interactive and evidence-based? • Training content developed by acknowledged subject matter expert (e.g. 
psychologist) using evidence-based content, interventions and adult-learning 
principles.  

 How does the organisation measure the effectiveness 
of these programs? 

• Survey feedback of participants.  

• Tracking of attendance.  

• Tracking of incidents and response post training deployment.  
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24.Cultural training for 
culturally and 
linguistically diverse 
workers (CALD) 

What support is offered to help new workers adapt to 
workplace culture and norms? 

• Clear induction process that outlines expectations, values and norms within the 
organisation.  

• Connection with relevant support groups within the organisation.  

• Mentor and/or buddy system to provide support for new workers.  

• Focus groups, surveys and other mechanisms to gather feedback on 
impressions and needs of new employees.  

25. Research on racism How are experiences of racism monitored, particularly 
for First Nations workers? 

• Promotion of culturally appropriate support services (e.g. 13YARN).  

• Provision of internal mechanisms (e.g. Speak Up, EAP) and consideration of 
cultural safety and security elements including having access to First Nations 
psychologists.   

• Surveys, focus groups and other methods to obtain feedback and identify trends 
to be addressed.  

• Consultation with First Nations groups within the business to obtain feedback on 
hazard and control identification.  

 Are there active collaborations with stakeholders to 
address systemic biases? 

• Regular meeting and knowledge sharing between key functions within the 
business (e.g. Health and Safety, HR, ER) to identify themes and address any 
systematic biases within the organisation.  

Key 
HR Human Resources 
ER Employee Relations 
EAP Employee Assistance Program 
FIFO Fly in, fly out 
DIDO Drive in, drive out 
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