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Housekeeping 

The session is being recorded 

Camera off 

Microphone muted 

Teams Chat 
Turn off notifications: 
• Click on the three dots ‘...’ (more) 

• Then ‘settings’ 

• Click on ‘Mute notifications’ 

MS Teams Polls 
• The Live Polls will display on your screen as 

a prompt, or 

• Use the banner on the top of your screen to 

access 'Polls’ 

• Having difficulties? Reply in the chat 

Survey 
Access the survey: 
• QR Code 
• Link 
• Email 
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Comcare welcome 

Greg Vines 
Chief Executive Officer, Comcare 
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• Comcare regulatory and resource update 
• Justin Napier, Luka Campbell (Comcare) 

Session overview 

• Psychosocial risk assessment in the workplace 
• Dayna Fawkes (Comcare), Anne Nguyen-Pham (APSC), Amy Zadow (University 

of Adelaide) 

• Organisational case study by Services Australia 
• Vicki Bates (Services Australia) 

• Panel discussion 
• Dayna Fawkes (Comcare), Anne Nguyen-Pham (APSC), Amy Zadow (University 

of Adelaide), Vicki Bates (Services Australia) 
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Comcare Regulatory & Resource 
Update 
Justin Napier 
General Manager, National Regulatory Operations 
Group, Comcare 

Luka Campbell 
Director, National Regulatory Programs, 
Regulatory Operations Group, Comcare 



Australian Defence Force 

Commonwealth public 
authorities covered only 

by the WHS Act 
Licensees 

ACT Government 
premium payers 

Licensees covered only 
by the SRC Act 

  

 

   

 
 

Our Purpose: 
To promote and enable safe and healthy work 

We are: 

Comcare’s Jurisdiction 

• The regulator for WHS in the 
Commonwealth jurisdiction 

• The workers compensation 
authority for some 
Commonwealth entities, 
licensees and the ACT 
government. 

List of current and former self-insured licensees | Safety, Rehabilitation and Compensation Commission (SRCC) 
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https://www.srcc.gov.au/current-self-insurers/list-of-current-and-former-self-insurers
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Recent WHS Law Reform 

Fair Work Legislation Amendment 
(Closing Loopholes) Act 2023 (Cth) 

Increases penalties for 
breaches of work health and 

safety laws and applies
indexation. 

Creates the offence of 
industrial manslaughter, 
taking effect 1 July 2024 

Establishes a Family and 
Injured Workers Advisory
Committee to inform the 

Minister and Comcare by end 
of 2024 

New criminal responsibility
provisions for bodies 

corporate and the 
Commonwealth. 

WHS laws are changing | Comcare 
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https://www.comcare.gov.au/safe-healthy-work/prevent-harm/changes-to-whs-laws
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Understand 
Improve 

Compliance Enable Support Develop 

Proactive Psychosocial Inspection 
Program 

Understand psychosocial Improve compliance by Enable and assist duty 
hazard and providing advice specific to holders to achieve 
risk management in the the needs of each PCBU, evidence-based 
Comcare jurisdiction. and consistent with the management of 

Model Code of Practice. psychosocial hazards and 
risks including by aligning 
mental health programs with 
identified risks. 

Support and build the 
capability of the ROG 
inspectorate to regulate 
psychosocial risks across 
the jurisdiction. 

To develop an evidence 
base to inform priority 
areas for improvement, 
training and resources 
across the jurisdiction. 

10 



    
  

  

     
   

  

   
   

  
 

Three Tiers of Engagement 

Tier 1: Executive engagement to understand and assess executive 
approach to achieving a mentally healthier workplace, taking a 
collaborative approach. We seek to understand leadership style and 
commitment, and provide advice and information to senior leaders on 
strategies to prevent harm 

Tier 2: Engagement with WHS team and HSRs to identify 
and understand the systems presently in place to manage 
the risks relevant to psychosocial hazards. 

Tier 3: Individual worker engagements to identify 
the awareness and efficacy of the WHS system 
relevant to psychosocial hazards. 

11 



 

   
   

 
  

   
 

 
 

  
    

 

      
    

 

Preliminary Observations 
• Hazards relating to design or management of

work were relatively higher prevalence compared
to workplace behaviours. In some workplaces,
this may be an indicator of latent harm.

• Lower prevalence does not necessarily mean
less harmful.

• Job demands is reported as a hazard of concern
amongst a high proportion of workers.

• Important to take a holistic approach, and
consider how hazards may interact or
combine:

for e.g. concurrent exposure to both high job 
demands low job control 

Management of work Design of work Workplace behaviours 

Guidance on the identification and management of psychosocial 
hazards is available in the Model Code of Practice – How to 
Manage Psychosocial Risks. 



 
 

  
 

 

 
 

  
 

 

  

 

  

Independent Evaluation 

• Evaluation of Pilot Proactive 
Psychosocial Inspection Program, Agreed that their 

92
%conducted by the University of knowledge of the 

Queensland range of 

85 
% Reported an 

increase in 
commitment to 
psychosocial
health and safety. • The pilot program met its objectives 

and was perceived positively by both 
PCBUs and inspectors. 

• 18 recommendations for 
improvement, predominantly in the 
tools and resources, PCBU 
communication methods, and data 
collection processes. 

psychosocial
hazards 
improved. 

Agreed the 
program assisted
the organisation
to comply. 

70 
% 
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 Thank you 

Further Information: Psychosocial hazards | Comcare 
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https://www.comcare.gov.au/safe-healthy-work/prevent-harm/psychosocial-hazards


   

   
 

   

  Psychosocial risk assessment in the workplace 
Dayna Fawkes 
Assistant Director, Research and Engagement, Comcare 

Anne Nguyen-Pham, 
Senior Clinical Psychologist, APS Mental Health and 
Suicide Prevention Unit, APSC 

Dr Amy Zadow, 
Organisational Psychologist and Lecturer, University of 
Adelaide 
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Psychosocial risk assessment in 
the workplace 

Introduction 

• Psychosocial hazards are aspects of work with potential to cause psychological or physical harm. 

• Employers have responsibilities under WHS laws to identify and manage psychosocial hazards and risks 
in the workplace. 

• A psychosocial risk assessment tool is one step in the process of managing hazards. 

• Several tools are readily available to help understand psychosocial hazards in the workplace – the ones 
you choose will depend on the needs of your organisation. 

17 
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AT WORK 

JobDesign -----..._ 

'-----JobDesign 
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Psychosocial risk assessment 
tools 

A step-by-step tool to A model for responding to A lead indicator question set to 
identify and manage psychosocial hazards in the measure the organisational 
psychosocial risks in workplace – designed for use safety climate to prevent 

the workplace. in the Australian Public hazards from occurring. 
Service 
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Resource: Comparison table 

Psychosocial risk assessment tools | Comcare 

Tool People at work® ADDRESS Psychosocial safety 
climate 

When To measure the risk profile of 
the whole organisation, with 
the results broken down by 
team, location, and work 
level. 

When conducting a deep 
dive into a known risk to 
develop mitigating actions. 

When you are implementing 
an organisation-wide leading 
indicator framework to drive 
improved workplace culture. 

Methodology 10 to15-minute survey via a 
dedicated platform 

Self-assessment 2 to 3-minute questionnaire 

More 
information 

Comcare Australian Public Service 
Commission 

University of South Australia 
Centre for Workplace 
Excellence 

19 

https://www.comcare.gov.au/safe-healthy-work/prevent-harm/psychosocial-hazards/more-information-on-psychological-health-and-safety-in-the-workplace/psychosocial-risk-assessment-tools
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Industry benchmarking 

Online resources and 
learning modules 
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Easy to set-up and 
administer psychosocial 
risk assessment survey 

Detailed reports 
and guidance on 

taking action 
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People at Work® Overview 

• A 5-step psychosocial risk assessment to 
identify and manage hazards to psychological 
health 

• Launched in February 2021 

• Supported by the Heads of Workplace Safety 
Authorities 

• Contains an evidenced-based and validated 
survey, with Australian benchmarking 

• Nationally available digital platform with built-
in resources 

• Comcare can support implementation, if 
required 

Source: People at Work® January 2021 to April 2024 20 
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What does People at Work 
measure? 

• The People at Work® survey is based on the Job Demands 
and Resources theory, which asserts that balancing demands 
with sufficient resources results in improved wellbeing. 

• The survey also measures several workplace outcomes that 
can be related to the demand and resource hazards. 

Source: People at Work® January 2021 to April 2024 21 
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Risk level for different hazards? 

• Low to moderate risk across 
all hazards. 

• Higher risk demands include 
Emotional demand, role 
overload and role conflict. 

• Higher risk resources include 
change consultation and 
job control 

• This chart reflects overall 
averages, which may mask 
the experience of specific 
groups of workers. 

Source: People at Work® January 2021 to April 2024 22 



Psychological distress levels Burnout levels 

Comcare scheme 39% 30% 19% 12% Comcare scheme 48% 36% 16% 

National dataset 43% 28% 18% 10% National dataset 53% 34% 14% 

l Low Moderate High Very High Low Moderate High 
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Indicators of distress and burnout 

• Almost a third of workers are experiencing high to very high psychological distress – this means 
experiencing symptoms at a level that may need professional help. 

• Around 1 in 6 workers are also at high risk of experiencing burnout. 
• While work may not be causing this distress, there several hazards are strongly correlated with these 

outcomes. 

Source: People at Work® January 2021 to April 2024 23 
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Early Indicators 

• Frequency of exposure to the hazards measured in People at 
Work is low to moderate risk – but the risk profile varies for 
different worker segments. 

• Hazards related most strongly with distress are role ambiguity, 
emotional demand, role conflict, supervisor support and change 
consultation. 

• There is significant overlap in the experience of hazards – 
and Procedural justice appears to be fundamentally important. 

24 
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Upcoming Events 

• Mental Health Community of Practice: June/July 2024 

• Supporting People at Work implementation 

• Face to face: Melbourne and Canberra 

• Email: mentalhealthprogram@comcare.gov.au 

25 
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ADDRESS: An APS model for responding to 
psychosocial hazards 

APS Mental Health and Suicide Prevention Unit 



    
       

   
   

    
        

     
  

ADDRESS audience and context 

• Exclusively for the Australian Public Service context. 
• Designed in response to the upcoming Commonwealth Code -

Model Code of Practice: Managing psychosocial hazards at work. 
• Proactive approach to identifying and implementing controls for 

psychosocial risks in the APS ahead of new legislation . 
• Considered a core activity for the APS and therefore these tools are 

designed to help agencies with their duties to provide a 
psychosocially safe work environment. 



Design ----------------------

Job Design 

Define Support 



ADDRESS: Psychosocial Hazard Suite 

1. 
Identify 

2. 
Assess 

3. 
Control 

4. 
Review 

• Guide – Assessing risks through 
staff consultation 

• Example – staff consultation 

• Guide – Controlling psychosocial 
risks 

• Example controls 

• Guide – Reviewing controls 
• Example - Focus groups 

• Guide – Identifying psychosocial 
hazards 

• Screener – APS Employee Census 
psychosocial hazard mapping 

• Screener – Hazard identification 
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6 Disclaimer 
7 This document has been developed by the Australian Public Service (APS) Mental Health and Suicide Prevention Unit (the Unit). The Unit promotes whole-of-service development of APS workforce literacy, capability and 
8 expertise in mental health and suicide prevention. 
9 This document has been prepared by psychologists and human resource practitioners employed by the Unit to support agencies to align practice to the APS Mental Health Capability Framework (the framework). 
0 APS agencies, APS employees and contractors engaged by the APS are responsible for compliance with work health and safety laws, employment laws and any common law duties applicable to them. 
1 Agencies are responsible for taking .steps to ensure the approach outlined in this material is appropriate for their workforce and to engage any additional clinical expertise or clinical review in relation to the content as indicated. 
2 Please note, this document is to be used for gu idance only and should not be considered legal advice. You may wish to obtain independent legal advice if your agency has any concerns about obligations under the law. 
3 

4 ADDRESS model 
5 Job Design ------------------.... 
6 
7 

8 
9 
0 
1 

2 
3 ammmam4 

s 
6 Job Design 
7 
8 ----------------------------------,
9 This document relates to Step 1 of the risk management process and should be read in conjunction 

O with broader ADDRESS: An APS modelfor responding to psychosocial hazards product suite. 

2 
3-------------------------------~ 
4 
s 
6 
7 

8 
9 
0 
1 
2 

DISCLAIMER INSTRUCTIONS Outcome Measure Pre-Screen ADDRESS Census Deep Dive ADDRESS Census Dashboard Census - Heat Map (±) 



hazards from 
ADDRESS factor model code Question Are staff in these roles: Response Outcome 

1 
Able to control thei r working conditions !things like, have flexib le start/ fin ish times, control over work ing location, 
an abili tv to work remotelv, if desired1? Yes Further information required 

Autonomy Low job control 2 Able to control how they structure the flow and pace of the ir work? No Hazard identifi ed 

3 
Able to apply their own sk ills and judgement to tasks (that is, not res tricted from doing so by highly prescript ive 

I orocesses1? Unsure Hazard likely 

4 Able to complete a variety of tasks and use problem solving skill s? Yes Further informa tion required 

Lack of role cla rity; poor 
5 Aware of their role requirements, wit h these clearly documented? Yes Further information required 

Define organisa t ional change 
6 Rece iving adequate feedback and ins truct ion to perform the ir duties? Yes Further informat ion required 
7 Able to clea rly identify their manager (t ha t is, report ing lines are unambiguous) Yes Further information required 

management 
8 Able to understand how the ir ro le links to t he broader organisat ion's purpose? Yes Further informat ion required 
9 Consulted on organisa tiona l change, incl ud ing team st ruct ura l changes? Yes Further informat ion required 

10 Required to exert excessive menta l o r phys ical effort in their roles or face unrealis tic time pressures? Yes Hazard identified 
11 Working normal (within bandwidt h) hours and days of the week !such as, not subject to shift-work or weekend Unsure Hazard likely 

Demands 
Job demands; poor 

12 
Consistent ly provided wit h an adequate workload (such as, no t subject to role underload or excessive wait times 

physical environmen t for work to be orovidedl? No Hazard identified 

  

     
         

  
    

 

Alternative screener in Step 1 

When APS Employee Census data may not be suitable, such as: 
• in work teams that are too small to have a heat map 
• newly established taskforces, and 
• branches where significant restructuring has occurred since 

the last census. 



__________ _ Define 
person-job-fit anc 

• Refers to ro\e clarity, 
processes 

• Let' s discuss d p dives\ 
d. d our census ee 

• What ' Henges do we fac 
• What other cha do these oo 

and often 
• How \ong or consequ

What' s the outcome 
• address these curre 
• How do we do current\V enougr 
• \s what we 

1 nazarasmanagement.--------~~ r b~O- e. 

Slide 11 

Define 

include those with work environments that are controlled by e)(ternal factors, such as an inability to undertake 
normal duties remotely due to security concerns. 

• Our APS Employee Census data highlighted that we have some Autonomy related challenges in our workplace. Let's 
explore that a bit further 

• Acency note - it is suggested you pull up the deep dive tab from the APS Employee Census psychosoda/ hazard 
mopping r.oolto shore with the work area what census questions indicated this 

• Let's work together to consider these find ings in more depth 

• We'll go back to our collaborative noteboard and work through some key disrussion points: 

o What other challenges do we face in relation to Autonomy? 

o How long and how often do these challenges occur? 

o What is the outcome or consequenre of these challenges for our workers? 

o How do we address these challenges currently? 

o Is what we currently do enough? 

• Ac:ency note - discuss responses to each question as resuJts are received and ensure you are recording the 
submissions, as this wi/J inform your a.ssessment. 

• Define refers to the intentional and purposeful definition of roles and change within organisations, including how 
these are documented and shared with workers. This includes the extent to which there is role clarity (that is the 
worker knows what their role is and how this relates to the broader organisation's purpose) and whether there is 
ambiguity around responsibilities and expectations, including whether there is overl;;1pping responsibilities across 
workers or ambiguous reporting lines 

• It also considers challenges of role conflict, such as the extent to which feedback and instruction are consistent within 
the role and whether workers are given the rigt'f and enough information to do the job and whether there is person
job-flt, including skills and personal capabilities have been considered 

• This factor also considers proactive and straresic definition of change management and outcomes of this for workers, 
including the level of change being undertaken (for example, changes to individual role requirements, through to 



  

 

 
 

  

  

       
      

 

        
       

   

       
         

   

     
  

ADDRESS implementation overview 

Visible leadership commitment and modelling/reinforcement of psychological work health and 
safety (WHS), including modelling safe behaviours. Agencies can provide a demonstration to leaders 
on what this LOOKS like behaviourally. 

Leadership 

Enabling corporate 
policy/procedure 

Good work design practice 
and regular review 

Risk-specific controls and monitoring 

Enabling policies/procedures such as alignment to the APS Mental Health Capability 
Framework, WHS and psychological WHS agenda, performance management, bullying and 
harassment, diversity and inclusion, and more. 

Embedding good work design practices provides the highest level of 
protection from psychosocial hazards. Good work design starts early, is 
reviewed often and considers all aspects of work. 

Tactical interventions to control psychosocial risk, including their 
ongoing monitoring and review. 



   
  

 
  

  

   

  

 
   

Implementation and continuous improvement 
• Aligns with work being done 

in good work design space. 
• Provides a framework to 

action the existing priorities 
of: 
o supporting staff 
wellbeing 
o adhering to new 
legislation, and 
o continuous 
improvement. 

• Outcomes are for internal 
use, sharing as needed. Photo by Kalen Emsley: https://stocksnap.io/photo/guy-man-6HZ5F15M87 



Design ----------------------

Job Design 

Define Support 



Suicide Call Back Service 
Anyone thinking about suicide 

(S) sulcidecallbackservice.org.au 

(9 1300659467 

Beyond Blue 
Anyone feeling anxious or depressed 

@ beyondblue.org.au 

(9 1300 22 4636 

Mensline Australia 
Men with emotional or relationship concerns 

@ mensline.org.au 

(9 1300 78 99 78 

Lifeline 
Anyone having a personal crisis 

@ lifeline.org.au 

@131114 

Kids Helpline 
Counselling for young people aged 5 to 25 

(S) kldshelpline.com.au 

@ 1800 55 1800 

Open Arms 
Veterans and families counselling 

@ openarms.gov.au 

@ l8000ll046 

 

   
  

 
 

Your agency’s EAP provider 

Support for Aboriginal and Torres Strait Islanders (24/7) Questions 13YARN - 13 92 76 

Contact MHSP@apsc.gov.au 

Visit our webpage 

https://apslearn.apsacademy.gov.au/view_program/36 
(External use only) 

https://apslearn.apsacademy.gov.au/view_program/36
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1 © UniSA 

Psychosocial Safety Climate 

Psychosocial Health and Safety Forum Australian 
Government Comcare 

Dr Amy Zadow Organisational Psychologist (Prof Maureen Dollard, Dr Daniel Neser, Dr 
Ali Afsharian, Dr Rachel Potter, Dr May Loh) 
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What is PSC? 

“The organisational climate for worker psychological health and 
safety” 

Organisational values and systems for the protection of 
worker psychological health 
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PSC and Psychological Safety 

PSC is conceptually and empirically distinct to psychological safety. 

Psychological safety measures whether an individual or work team perceives 
that it is safe to engage in new interpersonal behaviours required for learning 
and performance (Edmonson, 1999; Frazier et al., 2017; Newman et al., 
2017). 

PSC measures the climate or perceived infrastructure to protect psychological 
health and safety with a strong focus on workplace systems to prevent work 
stress. 

PSC reflects the safety system for psychological health. 
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The PSC 12 Measure 
Management commitment 

In my workplace senior management acts quickly 1. 
to correct problems/issues that affect employees’ 
psychological health 

2. Senior management acts decisively when a 
concern of an employees’ psychological 
status is raised 

3. Senior management show support for stress 
prevention through involvement and 
commitment 

Management Priority 
4. Psychological well-being of staff is a priority for 

this organisation 
5. Senior management clearly considers the 

psychological health of employees to be of 
great importance 

6. Senior management considers employee 
psychological health to be as important as 
productivity 

Organisational Communication 
There is good communication here about 7. 
psychological safety issues which affect me 

8. Information about workplace psychological 
well-being is always brought to my attention 
by my manager/supervisor 

9. My contributions to resolving occupational 
health and safety concerns in the organisation 
are listened to 

Organisational Participation and Involvement 
10. Participation and consultation in psychological 

health and safety occurs with employees’ unions 
and health and safety representatives in my 
workplace 

11. Employees are encouraged to become involved 
in psychological safety and health matters 
In my organisation the prevention of stress 12. 
involves all levels of the organisation 

Hall et al. 2010. International Journal of Stress Management; © American Psychological Society 



Management Commitment 
Management Priority 
Organisational Communication 
Organisational Participation 

Job Demands 
Work Pressure 
Emotional Demands 
Cognitive Demands 
Role Conflict 
Organisational Change 
Bullying & Harassment 
Group/Task Conflict 

Job Resources 
Supervisor Support 
Co-worker Support 
Skill Discretion 
Decision Authority 
Rewards. Praise 
Procedural Justice 
Change Consultation 

Health 
Psychological Distress 
Emotional Exhaustion 
Depression 
Physical Health 

Engagement 

Health Outcomes 
Absenteeism 
Injuries 
Workers Compensation 

Job Satisfaction 
Intention to Leave 
Work Performance 

---------- =--=--=--=--=--=--=--=--=--=--=--=--_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -_ -7~Ext~•~•~d•~d!M~ot~iva?!t]2io~n•il:IE Pa;1n~:::;::i 

5 © UniSA PSC: 
The 
Cause 
of the 
Causes 



 
 

  
 

   
 

  

 
  

 

   
  
 

■ Management Commitment 
■ Management Priority 
■ Organisational Communication 
■ Organisational Participation 

Job Demands 
• Work Pressure 
■ Emotional Demands 

Cognitive Demands 
■ Role Conflict 

Organisationa l Change 
■ Bul lying & Harassment 
■ Group/Task Conflict 

Job Resources 
• Supervisor Support 
■ Co-worker Support 
• Skill Discretion 
■ Decision Authority 
■ Rewards. Praise 
■ Procedura l Justice 

Change Consu ltation 

Health Erosion Path 

Health 
Psychologica l Distress 
Emotional Exhaustion 

Engagement 

6 

Meta-analysis: 
Multilevel PSC 
Novel approach to assess the 
PSC Extended Job Demands-
Resources model (Dollard & 
Bakker 2010). 

Data from 16 countries/regions 
industries and occupational 
groups from 80 studies. 

56 independent samples and 
844 effect sizes (N = 348 471 
individuals; 1420 groups). 

Zadow, Dollard, Tuckey & Idris 
(2024). Psychosocial Safety 
Climate Extended JD-R Theory: 
A Cross-Level Multilevel Meta-
Analysis. In review. 

© UniSA 
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PSC Research 
Over 230 studies published on 
PSC worldwide on an 
organisation, industry or national 
basis 

National data of PSC has been 
collected in many countries 
including Australia, New Zealand, 
Sweden and Germany 
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PSC Developments 
PSC is included in the US Quality of Worklife Survey 
Included in Karasek’s Job Content Questionnaire 2 Survey 
In the Australian and NZ Workplace Barometers and the Victorian WorkWell 
Surveys 
Minimum data requirement in the Victorian Public Sector Commission 
Widely used around the world and recognised by leading organisational 
psychology journals 
Concept behind an Australian Research Council Laureate Fellowship 
Victoria is the leading jurisdiction for attention to PSC 



  

   

 
    

   
 

 

    

9 © UniSA 

PSC Benchmark 
Standards 
Bailey TS, Dollard MF, & Richards PA. 

A national standard for psychosocial 
safety climate (PSC): PSC 41 as the 
benchmark for low risk of job strain 
and depressive symptoms. 

J Occup Health Psychol. 2015 
Jan;20(1):15-26. 
doi: 10.1037/a0038166. 
Epub 2014 Oct 27. PMID: 25347684. 



 

   
  

 

  
 

Public health 
Original research 

BMJ Open 
Predicting new major depression 
symptoms from long working 
hours, psychosocial safety climate 
and work engagement: a 
population-based cohort study & 

Amy Jane Zadow 1 , Maureen F Dollard 1 • 2 , Christian 

Dormann 3 , Paul Landsbergis 4 

Correspondence to Dr Amy Jane Zadow; amy.zadow(q_unisa.edu.au 

Abstract 
Objectives This study sought to assess the association between long 

working hours, psychosocial safety climate (PSC), work engagement 

(WE) and new major depression symptoms emerging over the next 12 

months. PSC is the work climate supporting workplace psychological 

health. 
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PSC and New 
Major Depression 
Symptoms 
Findings: 
Low PSC leads to a 3x increase 
in risk for new major depression 
symptoms within a year. 

High WE may increase long 
working hours and subsequent 
major depression symptoms. 
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Multi-Level Framework of Worker Health 

Globalisation 

National Political Power 
Relations 

(Unions, Corporations, 
Government, Political 

parties, NGOs, 
Community 

associations) 

National Culture 

Corruption 

Income Inequality 

Policies 
Labour Market Policies 

(Labour regulations, 
Industrial relations) 

Welfare state policies 
(Social policies) 

Psychosocial Safety 
Climate (Policies, practices 

and procedures for 
psychological health) 

Worker Health 
(Distress, Depression, 

Anxiety, Anger, Suicide, 
Cardiovascular disease, 

MSDs, Injuries) 

Social and Family Networks 
Health Systems 

Employment Conditions 
(Full employment, Precarious 

employment, Informal 
employment, Child labour, 
Slavery & bonded labour) 

Psychosocial Work Conditions 
(Workload, Work hours, Job 

control, Job insecurity, Bullying 
Violence, Shift Work, Work 

intensification, Repetitive tasks, 
Inadequate rewards, Injustice 
Work-life conflict, Technology 

Interface) 

(Lifestyle, Medication, 
Workaholism) 
Gender, Age 

Health Related 
Behaviours 

Dollard M.F. Shimazu A. NordinR. Bin 
Brough P. & Tuckey M.R (Eds.) (2014). 

Psychosocial Factors at Work in the Asia 
Pacific Dordrecht; Springer International 

Publishing. 978-94-017-8974-5 
Erratum pg 9. 



  
 

 

5 

4.5 • Sweden 

4 

~ 3.5 
1:1. 

"' c:: 
0 

:.;:; 3 
rtl 

"' ·c 
rtl 

t'° 
0 2.5 

2 

1.5 

Cyprus 

• Bulgaria 

0 1 

I Italy 
L Slovenia 

e United KingCWf"6enmark e Finland 

• Ireland 

• Spain 

• Norway 

• Belgium 
._ Netherlands 

• Australia 

Austria 
Francee I. Switzerland 

~ Germany 

• Poland 
• Portugal 

• Lithuania 

• Greece 

2 3 4 5 

National Policy Approaches 

© UniSA 12 

National 
Policies 
Relationship between National 
Policy Approaches and 
Workplace PSC. 

Potter, Dollard et al. 2024, 
Safety Science. 
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PSC Links to Workers Compensation Claims 

Bailey T. S. Dollard M. F. McLinton S. S. & Richards P. A. M. (2015). Psychosocial safety climate and physical factors in 
the etiologyof MSDs and workplace physical injury compensation claims. Work & Stress. 
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Using PSC to Estimate Productivity Loss 
A Pro-Social Approach to Productivity using the Australian Workplace Barometer 

Cost Breakdown of Low PSC Sickness 
Absence $2.4bn 

Presenteeism 
$3.6bn 

Total Cost of Low PSC Annually Total Cost to Employers 
$6bn 

Worker PSC 

Low 

Annual Sickness 
Absence (Hours) 

Cost via Sickness 
Absence 

$2 109 

Productivity Loss 
Cost via 

Presenteeism 

$3 113 60.3 5.5% 

$2 067 5.4% $3 042 Medium 59.1 

High 42.3 $1 479 3.2% $1 856 
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PSC and Sickness Absence Cost – Case Study 
An Australian international 
company of around 5000 
that’s doing very well can 
save nearly $1m by moving 
employees from low to 
high PSC (not including 
presenteeism and 
turnover costs. 

Loh & Dollard 2022. 

PSC 
Benchmark 

≥ 41 

41 < and > 37 

37 ≤ and ≥ 27 

≤ 26 

Percentage 
of Employees 
per PSC Risk 

Average 
Sick Leave 

Estimated Cost of 
Absenteeism Per 

Total Estimated Cost of 
Absenteeism Per 

Annum in the 
Level Taken (Days) Person Per Annum organisation 

73.8 4.68 $2 313.00 $7 573 920.59 

10.8 5.56 $2 747.92 $1 316 791.70 

13.2 6.58 $3 252.03 $1 904 663.93 

2.2 7.39 $3 652.36 $356 521.44 

Total cost of absenteeism $11 151 897.66 
Total of cost for lower than 41 $3 577 977.07 

Cost per person over 41 $2 313.00 
Number of people < 41 1 162 

Cost of moving people to 41 $2 688 835.19 
Saved cost $889 141.88 
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PSC and Turnover Cost – Case Study 
The same company can 
still save $4m by 
reducing turnover rate 
due to low PSC. Attrition Estimated Number of Total Estimated Cost of 

PSC Percentage Rate Employee Turnover Per Year Absenteeism per Annum 
Loh & Dollard 2022. Benchmark (a) (b) (c = a/100*b*4437) (c*$42 405) 

$20 335 358.46 ≥ 41 77.2 0.14 479.55 

41 < and > 37 10.7 0.26 123.44 $5 234 360.40 

37 ≤ and ≥ 27 10.4 0.19 87.68 $3 717 863.46 

≤ 26 1.8 0.39 31.15 $1 320 819.91 

Total Cost for Lower than 41 $10 273 043.78 
Number of Person over 41 1011.636 

Turnover Total < 41 141.63 
Cost of Attrition (with 0.14 attrition) $6 005 779.44 

Saved Cost $4 267 264.34 



  

  

44 ,011 

~ 43 ,00 t--------------
0.. 

41 .00 

40.0al 

Partially effective 
contribution 

Effective contributi on Highly effective 
contribution 

CDP 2020-21 Overall Review Rating - Descriptor 

Exceptional 
contribution 

© UniSA 18 

PSC Linked to Supervisor Rating of Performance 

Loh & Dollard 2022 



 

 
  

  

   

 

 
 

 
  

• 
• 

• 

• 

• 

• 

© UniSA 20 

How Can We Build PSC? 

Radical Organisational Change Key Processes + PSC 
4-day working week (paid 5) NZ Capacity Building 
study (Haar) → PSC increased Assessment + Benchmarking 

Action Plans 
Mentoring and Coaching 
Shared experience - Community 
of Practice 
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Dollard, M. F., & Bailey, T. (2021). Building Building PSC through intervention 
psychosocial safety climate in turbulent 
times: The case of COVID-19.Journal of 
Applied Psychology,106(7), 951. 

PSC can change through intervention 
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Efficacy of EAP Interventions 
Multilevel analysis: 

A significant reduction 
in psychological 
distress due to the EAP 
(individual effect) → 
particularly at high 
levels of PSC 
(organisational effect). 

Assistance Program Intervention on Psychological Health: The Role of Corporate Climate.International Journal 
of Environmental Research and Public Health,19(9), 5067. 
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How Leaders and Workers see PSC Differently 

David et al., 2022 
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PSC Smiley Face Tool 
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Future Work Recommendations 
 PSC assesses organisations systems for managing psychosocial risks. 
 PSC could be regulated since it is an evidenced-based risk, predictive of future 

hazards and health effects 
 PSC could be used as a KPI for organisations (one Victorian university looks set 

to implement this) 
 PSC could be built into enterprise bargaining 
 PSC can be used to evaluate implementation of new psychosocial regulations 
 Build evidence to link PSC to physiological pathways 
 Workers compensation—occupational physicians and GPs assess PSC for any 

presenting worker 
 More research with EAPs to expand their repertoire 
 Research on feedback mechanisms to improve PSC (Real-time PSC Smiley Face) 
 Data Linkage—survey to WC data, Health date, PBS data 
 Expanded tool to assess the hazards for risk assessment 



PSC Global Observatory ,. 

Australian Government 

Australian Research Council 

@ 

University of 
South Australia 

Centre for 
Workplace 
Excellence 
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Contact Us 

Psychosocial Safety Climate Global Observatory 

stresscafe.net 

amy.zadow@unisa.edu.au 
Amy.zadow@adelaide.edu.au 

https://stresscafe.net


          
                 

   
        

              

           
 

  
             

  
             

              
             

         

 
          

               
       

                   
       

           
       

                
  

            
           

     
        

           
  

             
    

© UniSA 29 

PSC Publications 
Books/Book Chapters 
Dollard, M.F., Dormann, C., & Idris, A. (2019). Psychosocial Safety Climate; A new work stress theory, Dordrecht; Springer International Publishing 
Dollard, M. F. (2019). The PSC-4; A Short PSC Tool. In Dollard, M. F., Dormann, C., & Idris, M. A. (Eds.), Psychosocial safety climate: A new work stress theory (pp. 385-409). 
Cham, Switzerland: Springer Nature Switzerland AG 
Dollard, M.F., Shimazu, A., Nordin, R. Bin, Brough, P., Tuckey, M.R (Eds.), (2014). Psychosocial Factors at Work in the Asia Pacific. Dordrecht; Springer International Publishing. 
978-94-017-8974-5 
Dollard, M.F. & Bailey, T. S. (Eds)., (2014). Australian Workplace Barometer: Psychosocial Safety Climate and working conditions in Australia, Samford Valley QLD; Australian 
Academic Press 
Bailey, T., Pignata, S., & Dollard, M.F. (2014). 'Psychosocial interventions and worker wellbeing'. In Ronald J. Burke and Astrid M. Richardsen, Corporate wellness programs: 
Linking individual and organizational health 
Edward Elgar Publishing Ltd
Pignata, S., Biron, C., Dollard, M.F. (2014). Managing psychosocial risks in the workplace prevention and intervention, In Peeters, M. et al (Eds). An introduction to 
contemporary work psychology, 393-413.
Dollard, M.F. (2011). Psychosocial safety climate: A lead indicator of work conditions, workplace psychological health and engagement and precursor to intervention success. 
In Managing psychosocial risks in the workplace: The role of process issues. In Eds C. Biron, M. Karanika-Murray, & C. L. Cooper, Publisher: Routledge/Psychology Press. 
Dollard, M.F., & Karasek, R. (2010). Building psychosocial safety climate: Evaluation of a socially coordinated PAR risk management stress prevention study. In J. Houdmont, & 
S. Leka (Eds). Contemporary occupational health psychology: Global perspectives on research and practice, (pp. 208-234). Chichester: Wiley Blackwell. 
Zadow, A., & Dollard, M. F. (2016). Psychosocial safety climate. In S. Clarke, T. M. Probst, F. Guldenmund, & J. The Wiley Blackwell handbook of the psychology of occupationalsafety and workplace 
Passmore (Eds.), health(pp. 414-436). Chichester, UK: John Wiley & Sons. 

Refereed Journal Articles 
Dollard, M.F., & Bailey, T. (2021, in press). Building Psychosocial Safety Climate in Turbulent Times; The Case of COVID-19, Journal of Applied Psychology. 
Bailey, Tessa S.; Dollard, Maureen F.; Richards, Penny A. M. A national standard for psychosocial safety climate (PSC): PSC 41 as the benchmark for low risk of job strain and 
depressive symptoms. Journal of Occupational Health Psychology, Vol 20(1), Jan 2015, 15-26. 
Idris, M. A., Dollard, M. F., & Tuckey, M. R. (2015, March 16). Psychosocial Safety Climate as a Management Tool for Employee Engagement and Performance: A Multilevel 
Analysis. International Journal of Stress Management. Advance online publication. 
Kwan, S. S. M., Tuckey, M. R., & Dollard, M. F. (in press, accepted 26 Oct 2014). The role of psychosocial safety climate in coping with workplace bullying: A grounded theory 
and sequential tree analysis. European Journal of Work and Organizational Psychology. 
Bailey, T. S., Dollard, M. F., McLinton, S. S., & Richards, P. A. M. (2015). Psychosocial safety climate and physical factors in the etiology of MSDs and workplace physical injury 
compensation claims. Work & Stress. 
McLinton, S. S., Dollard, M. F., Tuckey, M., & Bailey, T. S. (2014). The prevalence and nature of bullying: A national study of Australian workers. Journal of Health, Safety and 
Environment, 30, 283-300. Idris, A., Dollard, M. F. & Yulita(2014). Psychosocial safety climate, emotional demands, burnout and depression: A longitudinal multilevel study 
in the Malaysian private sector, Journal of Occupational Health Psychology, 19, 291-302. 
Dollard, M. F., Gordon, J. A., (2014). Evaluation of a participatory risk management work stress intervention. International Journal of Stress Management, 21, 27-42. 
Brough, P., Dollard, M. F., Tuckey, M. R. (2014). Theory and methods to prevent and manage occupational stress: Innovations from around the globe. International Journal of 
Stress Management, 21, 1-6. 

http://scholar.google.com.au/citations?view_op=view_citation&hl=en&user=J6oH3rgAAAAJ&pagesize=100&sortby=pubdate&citation_for_view=J6oH3rgAAAAJ:LjlpjdlvIbIC
http://scholar.google.com.au/citations?view_op=view_citation&hl=en&user=J6oH3rgAAAAJ&pagesize=100&sortby=pubdate&citation_for_view=J6oH3rgAAAAJ:LjlpjdlvIbIC
http://scholar.google.com.au/citations?view_op=view_citation&hl=en&user=J6oH3rgAAAAJ&pagesize=100&sortby=pubdate&citation_for_view=J6oH3rgAAAAJ:WqliGbK-hY8C
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PSC Publications 
Refereed Journal Articles Continued 
Dollard, M. F., Neser, D.Y. (2013). Worker health is good for the economy: Union density and psychosocial safety climate as determinants of country differences in worker health and 
productivity in 31 European countries. Social Science and Medicine, 92, 114-123. 
Opie, T., Dollard, M. F., Lenthall, S., Knight, S. (2013). Occupational stress in remote area nursing: Development of the remote area nursing stress scale (RANSS). Journal of Nursing 
Measurement, 21,246-263. 
McTernan, W. P., Dollard, M. F., & LaMontagne, A. D. (2013). Depression in the workplace: An economic cost analysis of depression-related productivity loss attributable to job strain and 
bullying. Work & Stress, 27, 321-338. 
Dollard, M. F., Osborne, K., & Manning, I. (2013). A macro-level shift in modelling work distress and morale. Journal of Organizational Behavior, 34, 629–647. 
Tuckey, M. R., Chrisopoulos, S. & Dollard, M. F. (2012). Job demands, resource deficiencies, and workplace harassment: Evidence for micro-level effects. International Journal of Stress 
Management, 19, 292-310. 
Dollard, M. F., Tuckey, M. R., & Dormann, C. (2012). Psychosocial safety climate moderates the job demand-resource interaction in predicting workgroup distress. Accident Analysis and 
Prevention, 45, 694-704. 
Dollard, M. F., Osborne, K., & Manning, I. (2013). A macro-level shift in modelling work distress and morale, Journal of Organizational Behavior, 34, 629–647. 
Rickard, G., Lenthall, S., Dollard, M., Opie, T., Knight, S., Dunn, S., Wakerman, J., Macleod, M., Seiler, J. & Brewster-Webb, D. (2012). Organisational intervention to reduce occupational stress 
and turnover in hospital nurses in the Northern Territory, Australia. Collegian, 19, 211-221 
Dollard, M.F., & McTernan, W. (2011). Psychosocial safety climate a multilevel theory of work stress in the health and community sector, Epidemiology and Psychiatric Services, 1-7, Cambridge 
University Press. (Editorial) 
Law, R., Dollard, M.F., Tuckey, M.R., & Dormann, C. (2011). Psychosocial safety climate as a lead indicator of workplace bullying and harassment, job resources, psychological health and 
employee engagement, Accident Analysis and Prevention, 43, 1782-1793. 
Idris, M.A., Dollard, M.F., Coward, J., & Dormann, C. (2011, in press). Psychosocial safety climate: Conceptual distinctiveness and effect on job demands and worker psychological well-being. 
Safety Science.
Idris, M.A & Dollard, M.F. (2011). Psychosocial safety climate, work conditions, and emotions in the workplace: A Malaysian population-based work stress study. International Journal of Stress 
Management.
Idris, M.A, Dollard, M.F & Winefield, A.H. (2011). Integrating psychosocial safety climate in the JD-R model: A study amongst Malaysian workers. South African Journal of Industrial 
Psychology. Vol 37. 1-11. 
Tuckey, M.R., Winwood, P., Dollard, M.F. (2011) Psychosocial culture and pathways to psychological injury within policing. Police Practice and Research, 1-17. Review 
Bond, S. A., Tuckey, M. R., Dollard, M. F., (2010). Psychosocial safety climate, workplace bullying, and symptoms of posttraumatic stress. Organization Development Journal, 28, 37- 56. 
Hall, G.B., Dollard, M.F., & Coward, J. (2010). Psychosocial Safety Climate: Development of the PSC-12. International Journal of Stress Management, 4, 353-383. 
Dollard, M.F., & Bakker, A. B. 2010. Psychosocial safety climate as a precursor to conducive work environments, psychologicalhealth problems, and employee engagement. Journal of 
Occupational and Organizational Psychology, 83, 579-599.
Zadow, A. J., Dollard, M. F., Dormann, C., & Landsbergis, P. (2021). Predicting new major depression symptoms from long working hours, psychosocial safety climate and work engagement: a 
population-based cohort study. BMJ Open,11(6), e044133. https://doi.org/10.1136/bmjopen-2020-044133 
Zadow, A., Loh, M. Y., Dollard, M. F., Mathisen, G. E., & Yantcheva, B. (2023). Psychosocial safety climate as a predictor ofwork engagement, creativity, innovation, and work performance: A 
case study of software engineers.Frontiers in Psychology,14, 1082283. 
Zadow, A. J., Dollard, M. F., Mclinton, S. S., Lawrence, P., & Tuckey, M. R. (2017). Psychosocial safety climate, emotional exhaustion, and work injuries in healthcare workplaces. Stress and 
workplaces. 33(5), 558-569. https://doi.org/10.1002/smi.2740 

Reports 
Potter et al., 2017; An Evaluation of the WHS Policy Framework: Stakeholder perspectives of the achievements, challenges and needed future directions. Aimed to evaluate the effectiveness 
and implementation of the current WHS/OHS regulatory framework in relation to the management of psychosocial risks and psychological health. 
Stakeholders interviewed across Australia (WA, Vic, Qld, SA and NSW). 

http://scholar.google.com.au/citations?view_op=view_citation&hl=en&user=stnJr_8AAAAJ&citation_for_view=stnJr_8AAAAJ:4TOpqqG69KYC
https://doi.org/10.1136/bmjopen-2020-044133
https://doi.org/10.1136/bmjopen-2020-044133
https://doi.org/10.1002/smi.2740
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About Services Australia 

Our purpose 

Our purpose is to support 
Australians by efficiently 
delivering high-quality, accessible 
services and payments on behalf 
of the government. 

Our programs 

• Medicare 

• Centrelink 

• Child support 

What the Australian public can expect from us 

Respect 

We will listen and work with you to understand your 
individual and cultural needs. 

Quality information 

We are committed to providing consistent and 
accurate information. 

Honesty and integrity 

We will be open and honest and follow through on 
our commitments. 

Efficiency 

We will simplify the way we deliver services to the 
community. 
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Assessing psychosocial safety in Services Australia 

In 2022 Services Australia undertook a Psychological Wellbeing Survey pilot. 

The pilot was conducted within one HR Division, and one service delivery Branch. 

The pilot involved measuring 3 areas of psychological and psychosocial safety 
within 2 surveys: 

Survey 1 - People At Work (PAW) 

• identified early indications of poor psychological health and safety in the 
workplace 

• provides a comprehensive report, which includes group breakdowns 
• assists employers to meet requirements for employee consultation 

Survey 2 - Psychosocial Safety Climate (PSC-12) and Maslach Burnout Inventory 
(MBI) 

• investigated PSC-12 and its benchmarks within piloted teams 

• identified risks and recommended areas for improvement from survey results 

• reports on the level of emotional exhaustion and work engagement 

Image credit: Comcare, People at Work learning modules 
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Wellbeing Team 
Psychological Wellbeing Survey Pilot 

Phase 1 

C:::b 
88B 

Phase 3 

Phase 5 
• Find ings of t he survey s and the Focus Group s 

co nso lidated in to report ing fo r execut ives. 

• Consult at ion wit h key stakeh olders. 
• Preparat ion of t he Peop le at Wo rk survey to 

make it fit fo r purpose. 

• Reports generat ed from PAW and provided by 
Universit y of South Austra lia. 

• Verba l briefings were provided to the Execu tive. 
• Decision made notto roll out further wit hin the 

agency due to find ings not revea ling anything 
new in term s of staff wellbeing and the 
li mitat ions with t he PAW Survey Too l. • Engagement of University of South 

Austra lia-PSC -12 and MBI. 

• Reports ana lysed by our Safe Servioe Des ign 
Team w it h allied hea lt h pro fessiona ls invo lved . 

• 
Phase 2 
• Comm unications campa ign to staff members .. 
• Ro ll out of Survey too ls. 
• Survey open lo r two weeks init ially and then 

extended fo r a further week. 
• Participation data provided regularly to releva nt 

execut ive and stakeholders. 

• 

• 
Phase4 
• Focus groups led by the Safe Se rvice Design 

Team were held with staff members who 
nominated to participate. 

• These groups gave the participan ts an 
opportunity to expand on their experiences and 
contribute to the f inding s of t he surveys, and 
enriched the data set being estab lished. 
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What did we learn from the surveys pilot? 

Psychosocial / Psychological 
safety within our Agency 

• Many of the key takeaways 
from the surveys were 
already known to the agency 
from previous data sets, 
such as census results, 
pulse polls. 

• The focus groups were 
critical in allowing PAW/PSC 
survey results to be 
validated by staff. 

• We have work to do to 
address concerns identified. 

People At Work (PAW) 

• PAW is simple to use and user friendly for setting up surveys. 

• The reporting outputs from PAW require expertise around 
psychosocial safety to develop clear action items. 

• PAW can only have one survey open at a time (per user). 

• PAW has limitations, impacting the ability for our agency to 
consider a broader roll out. This includes being able to capture 
all our branches within their work group limit (20 work groups). 

• Progressive reports were not available. 

• PAW has limited customisation within the survey. This meant 
some terminology was inconsistent to what we use internally. 

• The use of PAW alone would likely not be enough to help 
identify the specific risks impacting staff psychosocial safety, 
this was certainly the case for our agency. 
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 Thank you for listening. 



   
 

 

 

  

 

Panel discussion on identifying 
psychosocial hazards & risk assessment 
Andrew Crane, Comcare 

Dayna Fawkes, Comcare 

Anne Nguyen-Pham, APSC 

Dr Amy Zadow, University of Adelaide 

Vicki Bates, Services Australia 
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Early bird tickets 
are now available! 
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Feedback Survey 

Thank you for attending the Psychosocial Health and Safety Forum 

Please take a moment to complete our short survey 

For general enquiries contact us on 1300 366 979 or WHS.help@comcare.gov.au 
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Contact us WHS.help@comcare.gov.au 

Follow us: comcare.gov.au 
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