


Organisational-level psychosocial risk assessment


	Risk description
	Control measures
	Residual Risk Rating
	Responsible
	Proposed controls

	Template:
‘The risk of <harm> due to <exposure to hazard> resulting in <consequence>’.
	Describe the risks to eliminate, and if this is not reasonably practicable, minimise the associated risk so far as is reasonably practicable.

	Consequence
	Likelihood
	Risk Score
	Identify persons or roles responsible for establishing or verifying the control measures
	List controls (if any) which are being considered or investigated to demonstrate controls are monitored and reviewed for effectiveness.

	The risk of psychological harm from bullying and harassment resulting in psychological injury.
	· Endorsement of an organisation policy regarding bullying and harassment in the workplace.
· Bullying and harassment addressed in new worker induction.
· Leaders promote a culture that does not tolerate bullying and harassment and which encourages and acts on reports of such behaviour.
· Avenues established for workers and volunteers to confidentially report instances of bullying to trained contact officers.
· Workers and volunteers empowered and supported to cease interactions with persons exhibiting bullying or harassment behaviours.
· Communication systems established for workers and volunteers who conduct client visits.
· Processes established for the appropriate management of bullying claims (e.g. support, procedural fairness during investigations etc.).
· Provision of Employee Assistance Program for workers’ and volunteers’ support from external counsellors.
	
	
	
	
	

	The risk of psychological harm from sexual harassment or gender-based harassment resulting in psychological injury
	· Endorsement of a respect at work policy.
· Leaders promote a culture that does not tolerate sexual harassment and gender-based harassment which encourages and acts on reports of such behaviour.
· Access to online training and information.
· Avenues established for workers and volunteers to confidentially report instances of sexual harassment and gender-based harassment.  
· Workers empowered and supported to cease interactions with persons engaging in sexual harassment and gender-based harassment.
· Processes established for the appropriate management of sexual harassment and gender-based harassment (e.g. support, procedural fairness during investigations etc.).
· Provision of Employee Assistance Program for workers’ and volunteers’ support from external counsellors.
	
	
	
	
	

	The risk of psychological harm from occupational violence and aggression resulting in psychological injury.
	· Task and role-specific risk assessment processes conducted in groups and teams.
· Workers operate in pairs when conducting visits to clients identified as a risk of being violent or aggressive.
· Communication systems established for lone and/or isolated work.
· De-escalation training provided to teams with higher likelihoods of experiencing violence and aggression.
· Workers and volunteers empowered and supported to cease interactions with violent or aggressive persons.
· Avenues established for workers and volunteers to confidentially report instances of occupational violence and aggression to trained contact officers.
· Provision of Employee Assistance Program for workers’ and volunteers’ support from external counsellors.
	
	
	
	
	

	The risk of psychological harm due to high job demands resulting in psychological injury.
	· Clear position descriptions developed and implemented.
· Comprehensive new worker induction process.
· Leaders conduct ongoing reviews of work loads and team structures (e.g. resourcing levels, reasonable deadlines for key tasks). 
· Leaders trained in recognising signs of stress and psychological injury to be able to implement early intervention strategies.
· Leaders trained in how to support their teams to manage workload (e.g. matching tasks with individual capability level).
· Provision of scheduled team meetings to facilitate discussion of current HR matters, WHS matters and workload.
· Work designed to ensure sufficient rest time for workers and volunteers  (inclusive of travel) each day.
· Job rotation implemented where appropriate.
· Visits to clients requiring extensive care conducted in pairs where it is assessed as reasonably practicable.
· Provision of Employee Assistance Program for workers’ and volunteers’ support from external counsellors.
· Flexible work arrangements where applicable for the workforce. 
· Workers and volunteers provided professional development.
· Working hours monitored.
	
	
	
	
	

	The risk of psychological harm due to exposure to a traumatic event resulting in psychological injury.
	· Provision of Employee Assistance Program for debriefs and ongoing support from external counsellors following traumatic event.
· Provision of trauma informed training and support plans for roles with high risk of such exposure.
· Job rotation implemented where appropriate.
· Leaders conduct regular one-on-one check-in sessions with their teams.
· Leaders trained in recognising signs of stress and psychological injury to be able to implement early intervention strategies.
· Avenues established for workers and volunteers to confidentially report traumatic events to trained contact officers.
	
	
	
	
	

	The risk of psychological harm from lone and isolated work resulting in psychological injury.
	· Leaders conduct regular one-on-one check-in sessions with their teams — in-person or remotely.
· Process established where workers and volunteers ‘sign-in’ in at the beginning and ‘sign-off’ at the end of the work period.
· Visits to clients conducted in pairs where it is assessed as reasonably practicable.
· Provision of scheduled team meetings to facilitate discussion of current HR matters, WHS matters and workload.
· Communication systems established for workers and volunteers who conduct client visits.
· Communication frameworks in place to share information to teams.
· Job rotation is implemented where appropriate.
	
	
	
	
	

	The risk of psychological harm from poor support, low job control or low role clarity resulting in psychological injury.
	· Clear structures and reporting lines established.
· Thorough new worker and volunteer induction process.
· Leaders conduct regular one-on-one check-in sessions with their teams — whether in person or remotely and discuss goals, performance indicators, work hours etc.
· Leaders provided with sufficient resources to undertake their supervisory duties.
· Performance feedback system implemented.
· Reward and recognition processes implemented.
· Flexible work arrangements.
	
	
	
	
	

	The risk of psychological harm from poor organisational change management resulting in psychological injury.
	· Organisational change which will foreseeably impact work arrangements are carefully planned, developed, implemented and evaluated.
· Consultative mechanisms established and maintained throughout change processes.
· Regular forums held to ensure relevant workers and volunteers are kept sufficiently updated throughout change processes.
· Communications to workers and volunteers throughout change processes are provided by a designated role with the appropriate authority to ensure consistency and reliability in messaging.
	
	
	
	
	

	The risk of psychological harm from poor organisational justice resulting in psychological injury.
	· Documented and systematic HR processes (e.g. performance review, performance management, recruitment etc.).
· Avenues established for workers to confidentially report complaints and have such complaints appropriately and objectively managed.
· Mechanisms established for workers and volunteers to appeal the outcome of an internal review or procedure.
· Leaders are trained in HR processes, including how to ensure confidentiality, procedural fairness and communicating outcomes to effected individuals.
	
	
	
	
	







