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Policy Summary: 

The Psychosocial Policy establishes Adcorp’s framework for protecting the psychological health and 

safety of all workers, contractors, and visitors in alignment with the Work Health and Safety (WHS) Act 

2011 (Cth) and the Safe Work Australia Model Code of Practice. As the Person Conducting a Business 

or Undertaking (PCBU), Adcorp fulfils its primary duty of care by adopting a systematic four-step risk 

management process to identify, assess, control, and review psychosocial hazards such as high job 

demands, low control, and harmful workplace behaviours. The policy mandates a collaborative 

ownership model between Workplace Health and Safety (WHS) and People & Culture (P&C), ensuring 

that systemic risks are managed alongside individual employee support and wellbeing programs. By 

embedding psychosocial safety into the organizational culture and maintaining robust reporting and 

consultation mechanisms, Adcorp aims to meet its evolving legislative obligations across all Australian 

jurisdictions. 
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1. INTRODUCTION AND COMMITMENT 

 

Adcorp is committed to providing a safe and healthy workplace for all its employees, contractors, 

and visitors. This commitment extends to ensuring both physical and psychological health and safety. 

We recognise that psychosocial hazards can have a significant impact on an individual's wellbeing 

and the overall work environment.  

This policy outlines Adcorp's approach to identifying, assessing, controlling, and reviewing 

psychosocial risks in accordance with current Australian Work Health and Safety (WHS) legislation and 

best practices. 

 

2. BEST PRACTICE IN AUSTRALIA  

Adcorp's Psychosocial Policy is guided by the Work Health and Safety (WHS) Act 2011 (Cth) and 

relevant state/territory WHS Regulations, as well as the Safe Work Australia Model Code of Practice: 

Managing Psychosocial Hazards at Work. We acknowledge that: 

 

Primary Duty of Care: As a Person Conducting a Business or Undertaking (PCBU), Adcorp has a 

primary duty to ensure, so far as is reasonably practicable, the health and safety of its workers and 

others, including psychological health. 

Risk Management Approach: We will adopt a systematic four-step risk management process for 

psychosocial hazards: 

Identify Hazards: Proactively identify reasonably foreseeable psychosocial hazards that could give 

rise to health and safety risks. This includes considering factors such as: 

• Job demands (e.g., high workload, time pressure, emotional demands) 

• Low job control 

• Poor support (from supervisors or colleagues) 

• Lack of role clarity 

• Poor organisational change management 

• Inadequate reward and recognition 

• Poor organisational justice 

• Traumatic events or material 

• Remote or isolated work 

 

Poor physical environment (e.g., unpleasant, poor quality, or hazardous conditions) 

Harmful behaviours (e.g., bullying, harassment, violence, aggression, discrimination, misconduct) 

Psychosocial hazards relating to workers on temporary visas or in the PALM scheme, including 

vulnerability to exploitation, language barriers affecting hazard communication, isolation from 

support networks, and fear of visa cancellation implications 

Conflict or poor workplace relationships and interactions 
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Assess Risks: Assess the likelihood and consequence of harm from identified psychosocial hazards. 

Control Risks: Implement control measures to eliminate psychosocial risks so far as is reasonably 

practicable, or if not reasonably practicable, minimise them so far as is reasonably practicable. This 

will follow the hierarchy of controls: 

Elimination: Remove the hazard entirely (e.g., redesigning a process to remove a source of high 

emotional demand). 

Substitution: Replace the hazard with a safer alternative. 

Engineering Controls: Redesign the work environment or systems (e.g., implementing clear 

communication channels, improving workflow). 

Administrative Controls: Implement safe work procedures, policies, training, and supervision (e.g., 

flexible work arrangements, mental health first aid training). 

Personal Protective Equipment (PPE): (Less relevant for most psychosocial risks but could include 

personal alarms for isolated workers facing aggression risks). 

Review Controls: Regularly review and, if necessary, revise control measures to ensure their ongoing 

effectiveness. 

Consultation with Special Groups and Vulnerable Workers: Adcorp recognises that psychosocial 

hazards and their impacts may differ across our diverse workforce. We commit to targeted 

consultation with workers who may face heightened psychosocial risks, including: 

• Workers from culturally and linguistically diverse (CALD) backgrounds, including visa holders 

and workers in the PALM scheme 

• Women and workers who have experienced or are at risk of gender-based violence or sexual 

harassment 

• LGBTQ+ workers and workers with diverse gender identities 

• Workers with disability or neurodivergence 

• Labour-hire and contractor workers, including recognition of their specific vulnerabilities 

• Workers in isolated or remote work arrangements 

• Indigenous Australian workers 

Consultation: Adcorp will consult with workers and Health and Safety Representatives (HSRs) on all 

aspects of psychosocial risk management, including identifying hazards, assessing risks, developing 

control measures, and reviewing their effectiveness. 

 

Training and Information: Adcorp will provide appropriate information, training, instruction, and 

supervision to workers and managers on psychosocial hazards, risks, and control measures, as well as 

how to report concerns. 

 

Compliance Codes: Adcorp will adhere to any specific state/territory compliance codes or 

guidelines related to psychosocial hazards, such as those being introduced in Victoria and 

Queensland for certain hazards like sexual harassment and bullying. 
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3.  FORMAL REPORTING MECHANISMS IN AUSTRALIA FOR EMPLOYEES 

TO RAISE CONCERNS REGARDING PSYCHOSOCIAL RISKS 

Adcorp is committed to fostering a culture where employees feel safe and supported to raise 

concerns about psychosocial risks without fear of victimisation. Our formal reporting mechanisms 

include: 

Direct to Supervisor/Manager: Employees are encouraged to discuss concerns directly with their 

immediate supervisor or manager in the first instance. 

People & Culture (P&C) Department: Employees can report concerns directly to the HR department, 

who are equipped to handle sensitive matters with confidentiality and professionalism. 

Workplace Health and Safety (WHS): Employees can raise concerns with their designated WHS 

Representative or WHS Officer. 

Anonymous Reporting (if applicable): Adcorp will consider and implement, where appropriate and 

feasible, an anonymous reporting mechanism (e.g., an external hotline or online platform) to allow 

individuals to report concerns without disclosing their identity. 

Complaints and Grievance Policy: Adcorp's existing Complaints and Grievance Policy will include 

specific provisions for addressing psychosocial concerns, outlining the investigation process, 

confidentiality measures, and support available to all parties. 

External Bodies: Employees are also informed of their right to report serious WHS breaches or concerns 

directly to the relevant state/territory WHS regulator (e.g., State based Safe Work bodies) if they 

believe their concerns are not being adequately addressed internally. 

 

4. ADCORP'S POSITION REGARDING THE OWNERSHIP OF 

PSYCHOSOCIAL RISKS BY EITHER P&C OR WORKPLACE HEALTH 

AND SAFETY 

Adcorp takes a shared ownership and collaborative approach to managing psychosocial risks, with 

both People & Culture (P&C) and Workplace Health and Safety (WHS) playing distinct but 

complementary roles. 

Workplace Health and Safety (WHS) Department/Function: 

Primary Responsibility: The WHS function holds the primary responsibility for the risk management 

process of psychosocial hazards. This includes: 

• Developing and maintaining the Psychosocial Risk Management Policy and procedures. 

• Conducting psychosocial hazard identification and risk assessments. 

• Recommending and overseeing the implementation of control measures (e.g., work design 

changes, system improvements). 

• Monitoring and reviewing the effectiveness of control measures. 

• Providing WHS-specific training on psychosocial risk management. 

• Investigating WHS incidents related to psychosocial harm. 
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• Ensuring compliance with WHS legislation and codes of practice. 

Focus: The WHS focus is on the systemic prevention of harm arising from work-related psychosocial 

hazards. 

People & Culture (P&C) Department: 

Key Support Role: P&C plays a crucial support and operational role in managing psychosocial risks, 

particularly concerning: 

Policy Development and Implementation: Collaborating with WHS on developing and implementing 

policies that address workplace behaviour, mental health, and employee support systems (e.g., 

anti-bullying, harassment, discrimination policies). 

Employee Support and Wellbeing Programs: Designing and implementing programs that promote 

overall employee wellbeing, including Employee Assistance Programs (EAPs), mental health 

awareness initiatives, and work-life balance strategies. 

Individual Case Management: Managing individual employee concerns, grievances, and 

complaints related to psychosocial issues, including workplace investigations where appropriate, 

ensuring fair and respectful processes. 

Training and Development: Delivering training on respectful workplace behaviours, communication 

skills, and supporting managers in managing their teams' wellbeing. 

Performance Management and Conflict Resolution: Providing guidance and support in managing 

performance and resolving workplace conflicts in a way that minimises psychosocial risk. 

Return to Work: Supporting employees returning to work after a psychological injury or illness. 

Focus: The People & Culture  focus is on people management, culture, and individual support within 

the framework of psychosocial safety. 

Collaboration is essential: Both HR and WHS will work closely together, sharing information (while 

respecting privacy), collaborating on risk assessments, incident investigations, and the development 

and review of integrated control measures. This ensures a holistic and effective approach to 

managing psychosocial risks at Adcorp. Senior leadership will provide clear direction and support 

for this collaborative model. 

5. HOW ADCORP INTENDS TO COMPLY WITH ITS OBLIGATIONS UNDER 

THE NEW REGULATIONS 

Adcorp is proactively preparing for and intends to comply fully with its obligations under the new 

psychosocial regulations by: 

 

Updating Policies and Procedures: Reviewing and updating all relevant WHS policies and 

procedures, including this Psychosocial Policy, to align with the specific requirements of the new 

regulations and associated codes of practice in each jurisdiction where Adcorp operates. 
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Conducting Comprehensive Risk Assessments: Implementing a program of regular and 

comprehensive psychosocial risk assessments across all departments and roles. This will involve: 

• Utilising various methods such as employee surveys, focus groups, interviews, and analysis of 

existing data (e.g., incident reports, absenteeism rates). 

• Actively consulting with workers and HSRs throughout the assessment process. 

Implementing and Reviewing Control Measures: Developing and implementing a hierarchy of 

control measures to eliminate or minimise identified psychosocial risks. This will involve: 

• Prioritising higher-level controls (e.g., work redesign, improving organisational systems). 

• Developing specific prevention plans for high-risk psychosocial hazards where required by 

legislation (e.g., bullying, sexual harassment, high job demands). 

• Regularly reviewing the effectiveness of these controls and making adjustments as needed. 

Training and Awareness Programs: Rolling out targeted training programs for: 

Leaders and Managers: To equip them with the knowledge and skills to identify, assess, and manage 

psychosocial risks within their teams, respond to concerns, and foster a mentally healthy workplace. 

All Employees: To raise awareness of psychosocial hazards, their potential impact, Adcorp's policy, 

and how to report concerns. 

Enhancing Reporting and Response Systems: Strengthening existing reporting mechanisms to ensure 

they are accessible, trusted, and responsive. This includes: 

• Clearly communicating reporting channels to all employees. 

• Ensuring prompt and thorough investigation of all reported concerns. 

• Providing appropriate support to individuals involved in reported incidents. 

• Maintaining confidential and accurate records. 

Embedding Psychosocial Safety into Organisational Culture: Promoting a culture of psychological 

safety where open communication, early intervention, and mutual respect are valued. This includes: 

• Leadership commitment and visible support for psychosocial safety initiatives. 

• Integrating psychosocial risk management into performance reviews and continuous 

improvement processes. 

Allocating Resources: Ensuring adequate resources (financial, human, and time) are allocated to 

effectively implement and maintain the psychosocial risk management framework. 

Monitoring and Reporting: Establishing clear metrics and regular reporting mechanisms to monitor 

the effectiveness of Adcorp's psychosocial risk management efforts and report to senior 

management and the Board where appropriate. 

6. WHETHER ADCORP HAS FULFILLED ITS DUTIES AS AN EMPLOYER 

UNDER THE NEW REGULATIONS 

Adcorp understands that fulfilling its duties as an employer under the new regulations is an ongoing 

commitment, not a one-time achievement. Adcorp will demonstrate its fulfillment of these duties 

through: 
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Evidence of Proactive Risk Management: Maintaining documented evidence of: 

• Systematic identification of psychosocial hazards. 

• Thorough risk assessments. 

• Implementation of control measures, including a clear rationale for the chosen controls 

(especially if lower-level controls are used). 

• Regular review of control measure effectiveness. 

• Robust Consultation Records: Keeping comprehensive records of consultation with workers 

and HSRs on all aspects of psychosocial risk management. 

• Training Records: Documenting all training provided to employees and managers on 

psychosocial hazards, risks, and the policy. 

 

Effective Reporting and Response: Demonstrating that: 

• Employees are aware of and utilise reporting mechanisms. 

• Concerns are promptly addressed, investigated, and appropriate actions taken. 

• Support is provided to those impacted. 

• There is no evidence of victimisation for raising concerns. 

 

Continuous Improvement: Regularly reviewing the effectiveness of the overall psychosocial risk 

management system, including this policy, and making adjustments based on: 

• Feedback from employees and employee representatives. 

• Results of risk assessments and incident investigations. 

• Changes in legislation or best practice. 

• Emerging trends in psychosocial health. 

• Leadership Engagement: Demonstrating active engagement and commitment from 

Adcorp's senior leadership in promoting and resourcing psychosocial safety. 

 

Compliance Audits: Conducting internal or external audits of the psychosocial risk management 

system to verify compliance and identify areas for improvement. 

 

By consistently applying these principles and processes, Adcorp aims to not only comply with its legal 

obligations but also to foster a truly safe, supportive, and psychologically healthy workplace for all. 
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Psychosocial Safety for Labour-Hire and Contractor Workers 

Adcorp recognises that workers engaged through labour-hire arrangements, contractors, and 

temporary staff may face heightened psychosocial risks and reduced access to support systems. As 

such, Adcorp commits to: 

• Extending full psychosocial hazard identification and risk management processes to labour-

hire workers and contractors to the same standard as direct employees 

• Ensuring labour-hire workers have clear, accessible reporting channels that do not require 

involvement of their labour-hire provider if they prefer direct reporting to Adcorp 

• Providing labour-hire workers with the same information, training, and induction on 

psychosocial hazards and Adcorp's policy as direct employees 

• Ensuring contractual arrangements with labour-hire providers include explicit obligations 

regarding psychosocial safety and worker wellbeing 

 

PALM Scheme Obligations and Visa Worker Protections 

For workers on Temporary Skilled Migration and PALM visas, Adcorp acknowledges enhanced 

vulnerabilities including language barriers, social isolation, financial dependence on sponsorship, and 

fear of visa-related consequences. Adcorp commits to: 

• Explicit written commitment that psychosocial hazards (bullying, harassment, excessive 

demands, discrimination) are grounds for visa support, not cancellation 

• Translation of key psychosocial safety information into relevant languages for culturally and 

linguistically diverse and visa-holding workers 

• Direct reporting channels to WHS and P&C that do not route through a single manager, 

recognising power imbalances and potential abuse of sponsorship power 

• Integration with Adcorp's PALM compliance framework (PR-079 and related procedures) to 

ensure psychosocial safety forms part of visa holder induction and ongoing support 

 

Gender-Based Violence and Intersectional Psychosocial Safety 

Adcorp recognises that gender-based violence, sexual harassment, and discrimination intersect with 

psychosocial safety. This policy works in conjunction with Adcorp's Family and Domestic Violence Policy 

(AHA-HR-PO-003) and Sexual Harassment Prevention Plan (AHA-HR-PO-002). Psychosocial risk assessment 

will explicitly consider: 

• Women's experiences of workplace gender-based violence and harassment as psychosocial 

hazards 

• Specific supports for workers experiencing or at risk of family and domestic violence, including 

flexible work arrangements and access to counselling 

• Creation of safe reporting pathways that do not require engagement with perpetrators or 

witnesses to disclose GBV experiences 
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Vicarious Trauma and Secondary Psychological Injury 

For workers exposed to traumatic events, material, or graphic content as part of their work, or those 

providing support to affected colleagues, Adcorp commits to identifying and managing vicarious 

trauma as a psychosocial hazard. This includes: 

• Provision of trauma-informed training and debriefing for workers exposed to critical incidents 

• Access to Employee Assistance Programs (EAP) with trauma-informed counselling 

• Rotation of high-exposure roles where feasible to limit cumulative trauma exposure 

• Regular check-ins with workers in high-exposure roles to identify emerging psychological injury 

 

Return-to-Work and Psychological Injury Support 

Adcorp commits to supporting workers returning from psychological injury or illness through a structured, 

confidential, and compassionate return-to-work process, in coordination with medical practitioners and 

the employee. This includes: 

• Tailored return-to-work plans developed in consultation with the employee, their treating 

medical professional, and P&C, minimising triggers or risk factors identified in their injury 

• Graduated return arrangements (e.g., reduced hours, modified duties) where medically 

recommended 

• Regular mental health check-ins during return-to-work period without requiring disclosure of 

diagnosis or ongoing treatment details 

• Protection from discrimination or performance pressure during return-to-work phases 

• Coordination with workers' compensation and insurance arrangements where applicable 

 

Work-Life Balance and Right to Disconnect 

Adcorp's commitment to psychosocial safety includes protecting work-life balance and the right to 

disconnect outside working hours. This policy operates in conjunction with Adcorp's Right to Disconnect 

Policy (AHA-HR-PO-006). Specifically: 

• Work demands will be managed to allow employees to disconnect and recharge outside 

scheduled working hours 

• Managers will model and support disconnection practices and will not penalise employees 

for not responding to work communications outside scheduled hours 

• Psychosocial risk assessments will include evaluation of after-hours contact expectations 

and always-on work culture 

• Remote and hybrid work arrangements will be designed to enable clear boundaries 

between work and personal time 
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Shift Work, Fatigue, and Extended Hours Psychosocial Safety 

Particularly relevant for BLU by Adcorp's labour-hire workforce, extended or irregular shift patterns are 

recognised as psychosocial hazards. Adcorp commits to: 

• Assessing fatigue and circadian disruption as psychosocial hazards in shift-work roles 

• Providing workers with fair notice of shift schedules to enable personal planning and maintain 

work-life balance 

• Limiting consecutive night shifts and providing recovery time between demanding shift 

patterns 

• Offering fatigue management training and resources to shift-work employees 

• Regular monitoring of shift-worker health and wellbeing indicators through check-ins and 

survey data 

 

Performance Metrics and Measurement 

Adcorp will measure the effectiveness of its psychosocial risk management through the following KPIs, 

reviewed quarterly and reported to senior management and the Board: 

• Number and nature of psychosocial hazards identified, assessed, and controlled (tracked in 

psychosocial risk register aligned with ERM Risk Register GRC-POL-002) 

• Number of psychosocial incidents, complaints, and concerns reported (by category: 

bullying, harassment, discrimination, excessive demands, other) 

• Response times for investigation and resolution of reported psychosocial concerns (target: 10 

business days to closure or plan) 

• Percentage of workforce completing psychosocial hazard awareness training (target: 100% 

within 12 months, then annually) 

• Percentage of managers trained in psychosocial risk management and supportive 

management (target: 100% within 18 months) 

• Employee engagement survey results specifically on psychological safety, belonging, and 

wellbeing (administered annually) 

• Absenteeism rates and trends, particularly in relation to mental health-related absence 

• Workers' compensation claim data related to mental health and psychological injury 

• Turnover rates and exit interview feedback related to psychosocial factors 

• Employee Assistance Program (EAP) utilisation and feedback from EAP provider 

• Health and Safety Representative (HSR) feedback on psychosocial safety culture and 

adherence to policy 
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Policy Integration and Cross-Reference 

This psychosocial safety policy operates as part of an integrated framework. All managers and leaders 

must ensure coordinated implementation of the following related policies: 

• AHA-HR-PO-001: Positive Duty to Prevent Sex-Based Harassment — addresses sexual 

harassment and gender-based violence as psychosocial hazards 

• AHA-HR-PO-002: Sexual Harassment Prevention Plan — provides detailed procedures for 

sexual harassment prevention and response 

• AHA-HR-PO-003: Family and Domestic Violence Policy — supports workers experiencing GBV; 

should be referenced alongside psychosocial risk assessment 

• AHA-HR-PO-006: Right to Disconnect Policy — complements this policy by protecting after-

hours mental wellbeing 

• AHA-HR-PO-008: Anti-Discrimination Harassment and Bullying Policy — provides investigation 

and response procedures for discriminatory and bullying behaviours 

• AHA-HR-PO-014: Grievance and Dispute Management Policy — ensures psychosocial 

concerns are handled through fair, transparent processes 

• AHA-HSE-PO-001: Workplace Health and Safety Policy — foundational WHS policy covering 

consultation and HSR roles 

• GRC-POL-002: Enterprise Risk Management Policy and Risk Register — psychosocial risks are 

integrated into group-wide ERM with quarterly reporting 

7. DOCUMENT HISTORY 

The following table lists the changes made to this document: 

 

Version Date Author Change 

1.0 23/07/2025 C.Bailey Original document 

2.0 01/07/2026 C.Bailey Updated based on legislation updates 
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ANNEXURE A – RELATED DOCUMENTATION AND LEGISLATION 

 

This policy should be read in conjunction with the following legislation and other Adcorp policies and 

documentation: 

Australia: 

Legislation applicable to Australia: 

1. Commonwealth (Federal) Legislation: 

 

Work Health and Safety Act 2011 (Cth): This is the foundational piece of legislation. It establishes the 

primary duty of care for Persons Conducting a Business or Undertaking (PCBUs) to ensure, so far as is 

reasonably practicable, the health and safety of workers and others. Crucially, "health" is defined to 

include psychological health. This means that the general duties under the WHS Act apply equally to 

psychological as well as physical health and safety. 

 

Work Health and Safety Regulations 2011 (Cth): These regulations provide more specific detail on how 

to comply with the duties under the WHS Act. 

 

Part 3.1 - General Risk Management: This part outlines the general risk management process 

(identify, assess, control, review) that applies to all hazards, including psychosocial hazards. 

 

Regulations 55A to 55D (specifically for Psychosocial Hazards): These were introduced to 

explicitly address psychosocial risks. They define "psychosocial hazard" and "psychosocial risk" 

and outline specific requirements for PCBUs to: 

 

Identify reasonably foreseeable psychosocial hazards that could give rise to health and safety 

risks. 

 

Implement control measures to eliminate or, if not reasonably practicable, minimise these risks, 

applying the hierarchy of controls. 

 

Consider specific factors when determining control measures, such as the duration, frequency, 

and severity of exposure, how hazards interact, and the design/systems of work. 

 

Work Health and Safety (Managing Psychosocial Hazards at Work) Code of Practice 2024 (Cth): 

This is an approved code of practice under the WHS Act. While codes of practice are not 

legally binding in the same way as the Act or Regulations, they provide practical guidance on 

how to achieve compliance with the duties. Courts may refer to codes of practice as evidence 

of what is "reasonably practicable" in managing risks. 

 

Work Health and Safety (Sexual and Gender-based Harassment) Code of Practice 2025 (Cth): 

This is a newer specific code addressing these particular psychosocial hazards. 

 

2. State and Territory Legislation (Harmonised WHS Laws): 

 

Most Australian states and territories have adopted the Model Work Health and Safety (WHS) laws 

developed by Safe Work Australia. This means their WHS Acts and Regulations largely mirror the 

Commonwealth legislation, including the recent amendments specifically addressing psychosocial 

risks. 

 

As of late 2024/early 2025, most jurisdictions have either fully adopted or are in the process of adopting 

the model psychosocial regulations and codes of practice. However, there can be minor variations 

and different commencement dates for specific regulations and codes. 
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Key Legislation in Each Jurisdiction (applying the Model WHS Laws, with specific amendments for 

psychosocial risks): 

 

New South Wales (NSW): 

 

Work Health and Safety Act 2011 (NSW) 

Work Health and Safety Regulation 2017 (NSW) (including specific psychosocial risk regulations 

introduced in October 2022) 

Code of Practice: Managing psychosocial hazards at work (NSW) 

 

Queensland (QLD): 

 

Work Health and Safety Act 2011 (QLD) 

 

Work Health and Safety Regulation 2011 (QLD) (including the Work Health and Safety 

(Psychosocial Risks) Amendment Regulation 2022) 

Managing the risk of psychosocial hazards at work Code of Practice 2022 (QLD) 

 

Western Australia (WA): 

 

Work Health and Safety Act 2020 (WA) 

 

Work Health and Safety (General) Regulations 2022 (WA) (including psychosocial risk provisions 

effective December 2022) 

Code of Practice: Psychosocial Hazards in the workplace (WA) 

 

South Australia (SA): 

 

Work Health and Safety Act 2012 (SA) 

 

Work Health and Safety Regulations 2012 (SA) (including the Work Health and Safety 

(Psychosocial Risks) Amendment Regulations 2023) 

Aligned with the Safe Work Australia Model Code of Practice 

 

Tasmania (TAS): 

 

Work Health and Safety Act 2012 (TAS) 

 

Work Health and Safety Regulations 2022 (TAS) 

Aligned with the Safe Work Australia Model Code of Practice 

 

Australian Capital Territory (ACT): 

 

Work Health and Safety Act 2011 (ACT) 

 

Work Health and Safety Regulation 2011 (ACT) (including specific psychosocial risk provisions 

effective November 2023) 

Work Health and Safety (Managing Psychosocial Hazards at Work Code of Practice) Approval 

2023 (ACT) 

 

Northern Territory (NT): 

 

Work Health and Safety (National Uniform Legislation) Act 2011 (NT) 

 

Work Health and Safety (National Uniform Legislation) Regulations 2011 (NT) 

Aligned with the Safe Work Australia Model Code of Practice 

 

3. Victoria (Non-Harmonised Jurisdiction): 



 

  

 

© Adcorp Holdings Australia 

Commercial in Confidence   |    

Uncontrolled when printed or downloaded 

Document Number: AHA-HR-PO-007 

Revision: 2 

Date: 26-Jun-26 

 

 

 

Victoria has its own distinct WHS legislation and has not adopted the harmonised WHS laws. 

Occupational Health and Safety Act 2004 (Vic): Similar to the WHS Act, this Act requires employers to 

provide a safe working environment, and "health" is defined to include psychological health. 

 

Occupational Health and Safety Regulations 2017 (Vic): While Victoria previously addressed 

psychosocial risks under its general duties, it is introducing specific regulations. 

 

Occupational Health and Safety (Psychological Health) Regulations: These new regulations are 

expected to be fully in force by 1 December 2025. They will create specific duties for Victorian 

employers to identify and control psychosocial hazards, with a focus on risk management. There will 

also be a supporting compliance code. These regulations may also include specific requirements for 

"prevention plans" for certain high-risk hazards (e.g., aggression, bullying, sexual harassment, high job 

demands, exposure to traumatic content). 
 

 

 

 

 

 

 


