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Psychosocial Risk Assessment Tool
This risk assessment tool is designed to help employers manage risks associated with psychological injury. You may need to consider other risk factors unique to your organisation - these factors can be added to the ‘additional factors’ sections of this risk assessment tool. 
To use this tool, read the statements below and tick ‘yes’ to any of the statements you agree with, making any relevant comments that should be considered as part of the risk assessment process. 
This tool forms part of the risk management process. Risk management is a four-step process for controlling exposure to health and safety risks associated with hazards in the workplace, with consultation with workers occurring at each step. 
A safe work environment
For your employees, you must provide and maintain a working environment that is safe and free of risks to health, so far as is reasonably practicable. As part of this you must, so far as is reasonably practicable:
· Provide and maintain safe plant (machinery and equipment).
· Provide and maintain safe systems of work - for example, controlling entry to high-risk areas and providing systems to prevent falls from heights.
· Ensure the safe use, handling, storage or transport of plant or substances.
· Keep workplaces that you manage and control in a safe condition, free of risks to health (for example, ensure fire exits aren’t blocked, and the worksite is generally tidy).
· Provide suitable facilities for welfare at any workplace you manage and control.
· Give your employees the necessary information, instruction, training or supervision to enable them to do their work in a way that is safe and without risks to health.
The law requires employers to eliminate risks so far as is reasonably practicable. To decide what is reasonably practicable, you must consider:
· the likelihood of the hazard or risk occurring
· the harm that would result from the hazard or risk
· what a person knows (or should know) about the hazard or risk, and ways to eliminate or reduce it
· availability and suitability of ways to eliminate or reduce the hazard or risk
· cost of eliminating or reducing the hazard or risk


STEP 1: Identify Hazards
	Workplace data 
	YES
	NO
	Comments (reasons for assessment)

	Are there any indications when looking at employee sick leave, with or without certificates, which show relevant trends (e.g. headaches, recurrent colds or flu and musculoskeletal disorders)?
	
	
	

	Are there any departments, units, roles or positions that are showing higher levels of sick leave compared with others?
	
	
	

	Are there any cases of annual or long service leave (or non-usage) as a result of psychological risk factors or work-related stress (e.g. using annual leave when sick leave is depleted or not using annual leave due to work pressure)? 
	
	
	

	Are there cases of workers’ compensation for psychological injuries (e.g. post-traumatic stress disorder, anxiety and/or depression)? 
	
	
	

	Are there trends or common themes in complaints or workplace grievances? 
	
	
	

	Are there industrial relations records or disputes that link to job stress or dissatisfaction in the workplace?
	
	
	

	Are there any related and unresolved issues in minutes of meetings (e.g. workload or change in work roles)?
	
	
	

	Are there work schedule records that reflect on work, overtime usage or other relevant information?
	
	
	

	Is there a lack of knowledge and compliance with the organisation’s policies and procedures related to psychological health (e.g. harassment, bullying or discrimination)?
	
	
	








	Direct Observation
	YES
	NO
	Comments (reasons for assessment)

	Are there any understaffed areas?
	
	
	

	Are there any people showing signs of stress (e.g. verbal abuse, openly criticising others or the organisation, general frustration with work environment, incivility)?
	
	
	

	Are there work areas where employees handle conflict destructively (e.g. using blame language or personal criticism)?
	
	
	

	Do workers seem to be ‘on edge’ or hypervigilant when discussing work or working through problems?
	
	
	

	Do workers attend work showing signs of illness (i.e. colds and flus)?
	
	
	

	Additional comments?
	
	
	





Step2: Assess and Prioritise Risk
	Psychosocial hazards and factors
	Duties/task elements 
	Consequences (possible injury outcomes)
	Injury risk potential (likelihood vs consequences) 
	Action required
Yes/ No

	Low job control 
This factor is related to control over and involvement in decisions that could be reasonably expected in a job or role. Low job control can include: • work methods that are predetermined (e.g. how the work is undertaken and the approach taken is already decided for the worker) • limited control over priorities or workload • strict and inflexible work schedules • workers are not consulted about decisions impacting them • inability to access necessary tools, resources or information • the pace of work • shift work • other (please specify).
	
	
	
	

	High or low job demands 
This factor relates to the various demands placed on employees in their roles. High or low job demands can include: • lack of variety in tasks • monotonous, under stimulating or meaningless work • high uncertainty • low social value of work • continuous exposure to people through work • tasks that require emotions to be hidden • roles that involve dealing with difficult people/ clients • work overload or underload • machine pacing • having too much or too little to do • working under time pressure • continually subjected to deadlines • tasks that required extreme concentration • roles that require difficult environments (e.g. loud noise, vibrations, poor lighting) • roles that require regular overtime • roles that are exposed to emotionally disturbing events • other (please specify)
	
	
	
	

	Poor support 
This factor relates to the practical assistance and emotional support that team members or managers provide. Poor support can include: • inadequate or absent supervision • low levels of support for problem solving and personal development • inconsiderate or unsupportive supervision • social or physical isolation • poor relationship with co-workers • poor relationships with supervisors/managers • interpersonal conflict • lack of social support • isolated or solitary work • other (please specify)
	
	
	
	

	Low role clarity 
This factor relates to the degree of certainty with regard to role requirements and responsibilities. Low role clarity can include: • unclear work role • conflicting roles within the same job • lack of definition of or agreement on organisational objectives and structure • other (please specify)
	
	
	
	

	Poor workplace relationships 
This factor relates to the quality of relationships and/ or degree of conflict among workers or teams. Poor workplace relationships can include: • social or physical isolation • poor relationships with co-workers • poor relationships with superiors • interpersonal conflict • lack of social support • bullying, harassment and violence • isolated or solitary work • lack of agreed procedures or knowledge of procedure for dealing with workplace problems or complaints • poor trust among employees and towards management • other (please specify).
	
	
	
	

	Poor organisational change management
This factor relates to how organisational change is managed. Poor organisational change management can include: • management of organisational change is not done or not done well • lack of communication within the workplace • rigidity of work practices • job insecurity • career uncertainty • stagnation • other (please specify
	
	
	
	

	Low rewards and recognition 
This factor relates to the acknowledgement provided to workers. Low reward and recognition can include: • absence of mechanisms for feedback and/or goal setting • feedback or acknowledgement that is not meaningful • inequitable reward and recognition practices • other (please specify)
	
	
	
	

	Poor organisational justice 
This factor relates to the perceptions of fairness at work. Poor organisational justice can include: • bias of work procedures • inconsistency of applied procedures • lack of respect given to employees during the process • unclear or unfair processes for performance appraisal and management • other (please specify)
	
	
	
	

	Remote and isolated work 
This factor relates to work that is isolated from the assistance of others because of the location, time or nature of the work being done. Assistance from others includes rescue, medical assistance and emergency services. Remote and isolated work roles can include: • all-night convenience store and service station attendants • sales representatives, including real estate agents • long distance freight transport drivers • scientists, park rangers and others carrying out field work alone • health and community workers working in isolation with members of the public. Remote and isolated work roles should consider: • access to communication devices • frequency of contact with other workers or supervisors • length of time away from others • difficulty of immediate rescue or attendance of emergency services • whether high risk activities are involved • likelihood of animal attack • likelihood of violence or aggression from customers or clients
	
	
	
	

	Violent events 
This factor relates to workplace incidents that involve exposure to abuse, the threat of, or actual harm that causes fear and distress and can lead to stress and/ or physical injury. Violent or traumatic events can include: • robbery • assault • being bitten, spat at, scratched or kicked • being threatened with a weapon
	
	
	
	

	Traumatic events 
This factor refers to any workplace events that may be perceived as traumatic or distressing. Examples include: • exposure to a fatality or serious injury • exposure to a medical situation that is distressing • exposure to a violent incident
	
	
	
	



Step 3: Control Risks
Risk Management Plan
If you identified any risk that required follow up during step 2, you should identify and implement risk controls. Adapt and use this risk management plan template and use the risk controls provided in the toolkit as a guide to help you.
	Priority
	Risk factors to be addressed
	Cause
	Existing controls(s)
	Additional controls to be implemented
	Person Responsible
	Review Date
	Sign off on completion

	1
	
	
	
	
	
	
	

	2
	
	
	
	
	
	
	

	3
	
	
	
	
	
	
	

	5
	
	
	
	
	
	
	

	6
	
	
	
	
	
	
	



Step 4: Review effectiveness of controls
Review the effectiveness of the control measures that have been implemented to ensure they are working as planned. For this step you may like to consider reviewing the workplace data sources from step one as a possible indication of how effective your control measures have been. 
Review of control implementation plan 
Are control measures in place? Yes/No 
Comment: 

Are controls eliminating or minimising the risk to an acceptable residual risk level? Yes/ No 
Comment: 

(Attach copies of documentation to support this.) 

Are there any new or remaining risks which need further attention? Yes /No 
Comment: 




Who was involved/consulted in the review? 
	Name:
	
	Name:
	
	Name:
	

	Position:
	
	Position:
	
	Position:
	

	Signature:
	
	Signature:
	
	Signature:
	

	Date:
	
	Date:
	
	Date:
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