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Cherbourg Aboriginal Shire Council Workplace Policy on Safe Duty
Responsibilities and Management of Psychosocial Risks and Hazards

1. Purpose

The Cherbourg Aboriginal Shire Council (CASC) is committed to providing a safe and
healthy workplace for all employees. This policy outlines the responsibilities of the Council
and its workers in managing psychosocial risks and hazards, ensuring a collaborative and
consultative approach.

2. Scope

This policy applies to all employees, contractors, volunteers, and individuals undertaking
work experience with CASC.

3. Responsibilities

Council Responsibilities:

CASC must ensure, so far as is reasonably practicable, that other persons (e.g. visitors,
delivery people, clients, patients and their families) are not put at risk from work carried
out as part of the conduct of the business or undertaking.

This includes ensuring, so far as is reasonably practicable:

e the provision and maintenance of a work environment without risks to health and
safety

e the provision and maintenance of safe systems of work

e the provision of adequate facilities

e the provision of information, training, instruction or supervision

e that the health of workers and the conditions at the workplace are monitored.

Committed to:

- Provide Training and Resources: Ensure all employees receive training on identifying and
managing psychosocial hazards.

- Implement Control Measures: Develop and enforce control measures to mitigate
psychosocial risks.

- Monitor and Review: Regularly monitor and review the effectiveness of control measures
and make necessary adjustments.

- Support Services: Provide access to support services such as counseling and employee
assistance programs.



Expected behaviour at work
Under work health and safety laws, workers and other people at our workplace must take
reasonable care that they do not adversely affect the health and safety of others.

Cherbourg Aboriginal Shire Council expects people to:

° e behave in a reasonable and professional manner

o e treat others at work with courtesy and respect

° e listen and respond appropriately to the views and concerns of others, and
° e be fair and honest in their dealings with others.

This policy applies to behaviours that occur:

° e in connection with work, even if it occurs outside normal working hours
° e during work activities, for example when dealing with clients
° o at work-related events, for example at conferences and work-related social

functions, and

° e on social media where workers interact with colleagues or clients and their actions
may affect them either directly or indirectly.

What is work-related bullying?

Work-related bullying is repeated and unreasonable behaviour directed towards a worker
or a group of workers that creates a risk to health and safety.

Repeated behaviour refers to the persistent nature of the behaviour and can refer to a
range of behaviours over time.

Unreasonable behaviour means behaviour that a reasonable person, having considered
the circumstances, would see as unreasonable, including behaviour that is victimising,
humiliating, intimidating or threatening.

Single incidents of unreasonable behaviour can also present a risk to health and safety and
will not be tolerated.

What is not work-related bullying?

Reasonable management action taken by managers or supervisors to direct and control
the way work is carried out is not work-related bullying if the action is carried out in a



lawful and reasonable way, taking the circumstances into account. Managing the risk of
psychosocial hazards at work Code of Practice 2022 Page 65 of 67

What can you do?

If you feel you are experiencing or witnessing work-related bullying, and are not
comfortable dealing with the problem yourself, or your attempts to do so have not been
successful, you should raise the issue promptly either with your supervisor, HSR or another
manager within the organisation. If you are a member of the union, you may also raise any
issues with your delegate.

If you witness unreasonable behaviour, you should bring the matter to the attention of your
manager as a matter of urgency.

Workers also have a right to apply to the Fair Work Commission (or the Queensland
Industrial Relations Commission if they are employed by the state public sector or local
government in Queensland) for a stop work bullying order.

How we will respond

If work-related bullying or unreasonable behaviour is reported or observed, we will take
the following steps:

e * The responsible supervisor or manager will speak to the parties involved as soon
as possible, gather information and seek a resolution to satisfactorily address the issue for
all parties.

o e [fissues cannot be resolved or the unreasonable behaviour is of a serious nature,
an impartial person will be appointed to investigate. Both sides will be able to state their
case and relevant information will be collected and considered before a decision is made.

° ¢ All complaints and reports will be treated in the strictest of confidence. Only those
people directly involved in the complaint or in resolving it will have access to the
information.

There will be no victimisation of the person making the report or helping to resolve it.
Complaints made maliciously or in bad faith may result in disciplinary action.

Consequences of breaching this policy

Appropriate disciplinary action may be taken against a person who is found to have
breached this policy. The action taken will depend on the nature and circumstance of each
breach and could include:



° e a verbal or written apology

° ° one or more parties agreeing to participate in counselling or training
° « a verbal or written reprimand, or
° » transfer, demotion or dismissal of the person engaging in the bullying behaviour.

If work-related bullying has not been substantiated

If an investigation finds work-related bullying has not occurred or cannot be substantiated,
Cherbourg Aboriginal Shire Council may still take appropriate action to address any issues
leading to the bullying report.

e take reasonable care for their own health and safety, including psychological health

e take reasonable care their acts or omissions do not adversely affect the health
(including psychological health) and safety of other persons

e comply, so far as the worker is reasonably able, with reasonable instructions given
by CASC

e cooperate with reasonable health and safety policies or procedures issued by CASC
that have been notified to workers.

Show Commitment to:

- Report Hazards: Promptly report any identified psychosocial hazards to supervisors or
designated safety officers.

- Participate in Training: Engage in training sessions and apply learned practices in daily
work activities.

- Follow Procedures: Adhere to established procedures for managing psychosocial risks.
- Support Colleagues: Offer support to colleagues experiencing psychosocial issues and
encourage them to seek help.

A worker is entitled to cease, or refuse to carry out work, if the worker has a reasonable
concern that carrying out the work would expose them to a serious risk to their health or
safety, emanating from an immediate or imminent exposure to a hazard (see WHS Act,
section 84). A worker who has ceased work must notify CASC that they have ceased work
and remain available to carry out suitable alternative work until it is safe for them to
resume normal duties (see WHS Act sections, 86-87).

4. Consultation Process

- Regular Meetings: Hold regular meetings with employees to discuss psychosocial risks and
gather feedback on existing measures.

- Surveys and Feedback: Conduct surveys to collect employee feedback on workplace
conditions and psychosocial hazards.

- Safety Committees: Establish safety committees that include employee representatives to



ensure diverse perspectives are considered.
- Transparent Communication: Maintain open and transparent communication channels for
reporting and discussing psychosocial issues.

5. Management of Psychosocial Risks and Hazards

- Risk Identification: Identify potential psychosocial hazards such as workplace bullying,
stress, and fatigue.

- Risk Assessment: Assess the severity, duration, frequency and likelihood of identified
risks using established risk assessment tools.

- Control Measures: Implement control measures such as workload management, flexible
work arrangements, and conflict resolution processes.

- Support Systems: Provide access to mental health resources, counseling services, and
employee assistance programs.

- Monitoring and Review: Continuously monitor the workplace for new psychosocial
hazards and review the effectiveness of control measures.

6. Compliance and Enforcement

- Policy Adherence: Ensure all employees comply with the policy and participate in related
activities.

- Disciplinary Actions: Take appropriate disciplinary actions against individuals who fail to
adhere to the policy.

- Continuous Improvement: Regularly review and update the policy to reflect changes in
legislation and best practices.

The following diagram illustrates the process of risk management (see Figure 1).

Management

committment

Figure 1: Risk Management Process

For more detailed guidelines, you can refer to the Managing the risk of psychosocial hazards
at work Code of Practice 2022.
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Managing the risk of psychosocial hazards at work Code of Practice 2022




Responsibilities:
Staff: Follow the psychosocial policy and report any incidents.

Supervisors: Ensure compliance with the policy and provide necessary training,

Management: Review and update the policy regularly.
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