	The 6 Step Meaningful Change Plan - Psychological Health and Safety 



	
	WHAT
	WHO

	
GET TRACTION


	1. Create awareness internally about the “why”, remove barriers – dispel myths, clarify terms.

	Influence key leaders who will need to support this work – generally C-Suite. This should not be seen as an HR/OHS/Wellbeing initiative, but a whole of workplace initiative championed by all Executives to maximise wellbeing.  C-Suite will need upskilling and clarity on the “why” from multiple perspectives.
	

	
ROLL UP YOUR SLEEVES


	2. Gather your change group together + Executive sponsor, get clear on the what, your current state, the how (systems) and the who. 

	Build capacity in this group.  Work Safe Risk Management Worksheet
Existing OHSMS. Existing data (qual & quant). Understand psychosocial hazards, work related stress definitions, and lists of hazards.  Understand identification and assessment process for your workplace.  Explore meaningful controls. Understand the ways you can address workload (work design, SMART models, THV’s Workload Management programs.)
	

	3. Communicate – get on the front foot, demystify, and clarify

	To HSRs and OHS Committee (If not already)
To whole of workplace. Clarify myths, misunderstandings.  Demystify language, psychological health and safety. Clarify stretch v stress, uncomfortable V unhelpful V unsafe.
	

	4. Consult with HSRs and broader workforce (EOI / open kiosks, sync/async ways, other opportunities) on PS hazards and controls

	An OHS requirement (HSRs).  Bring them in earlier if part of your change group. Give opportunity for focused topics – i.e. workload management. Look for change champions (solution focused and influential) in these groups.
	

	
MEANINGFUL CHANGE


	5. Build capacity - train up leaders, they’re on the tightrope trying to navigate wellbeing and performance expectations.

	Don’t de-centralise – and put onus on people leaders. Middle managers often bear the brunt of these initiatives. This work requires system-based change, Executive sponsorship and modelling, and supported development of all leaders to understand, identify and manage psychosocial hazards. Also consider culture, situational context that influences collaborative problem solving. I.e. psychological safety. Current change load.
	

	6. Commit to systemic and behavioural change (over time with resources).
	Recognise the systemic and behavioural shifts required to do this thoroughly and to obtain the benefits to individual wellbeing and productivity.  Identify short term measures to help sustain the long-term focus and rewards. Be open about this not being quick fix work.
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