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[bookmark: _Toc205467560][bookmark: _Toc205467577][bookmark: _Toc205467635][bookmark: _Toc214636634]INTRODUCTION
Under the WHS/OHS laws, a person conducting a business or undertaking (PCBU)/Duty Holder must identify, control and manage the risks of psychosocial hazards in the workplace.  
For the purpose of this Psychosocial Risk Management Plan (Plan), a psychosocial hazard is considered anything that could cause psychological harm (e.g. harm someone’s mental health). 
Each Laing O’Rourke (LOR) Project/depot/office is required to apply the risk management process that is described in the Primary Standard Psychosocial Hazards (via the HSEMS). This includes taking steps to identify the psychosocial hazards that apply to their workplace/workforce and take steps to control the risks through a formalised risk assessment process. 
This Plan complies with all WHS and OHS Regulations, with the most stringent of requirements from each jurisdiction applied.
[bookmark: _Toc191907298][bookmark: _Toc205467561][bookmark: _Toc205467578][bookmark: _Toc205467636][bookmark: _Toc214636635]Purpose 
This Plan requires the workplace (project/depot/office) team to plan for and consider the following psychosocial hazards:
Job design and demands 
Job demands
Low job control
Support for our people
Poor support
Lack of role clarity
Inadequate reward and recognition
Organisational factors
Poor organisational change management
Poor organisational justice
Environmental factors 
Traumatic events or material
Remote or isolated work
Poor physical environment
Unacceptable behaviours, and conflict
Violence and aggression
Bullying
Harassment including sexual harassment
Conflict or poor workplace relationships and interactions
This Plan is intended to demonstrate how the psychosocial risks associated with the psychosocial hazards will be managed for the project/depot/office that the plan has been developed for.
This Plan should be read in conjunction with the Project/Depot/Office Psychosocial Hazards Risk Assessment and developed with review of the Primary Standard Psychosocial Hazards (via the HSEMS). 
For projects operating in QLD, this plan should be recognised as the ‘Sexual Harassment and Sex/Gender Based Harassment Prevention Plan (Qld)’ as developed in accordance with the Work Health and Safety Act 2011 (Qld), its associated Regulation 2011 and aligns with amendments introduced by the Respect at Work Act 2022, integrating legislative reforms with real-world evidence, psychosocial risk management strategies, and sector-specific requirements unique to the construction industry.
[bookmark: _Toc191652368][bookmark: _Toc191652713][bookmark: _Toc191906931][bookmark: _Toc191906987][bookmark: _Toc191907299][bookmark: _Toc205467562][bookmark: _Toc205467579][bookmark: _Toc205467637][bookmark: _Toc214636636]Scope
This Plan applies to all personnel on site, including employees, contractors, supply chain partners, consultants and visitors, and will be communicated to these persons via relevant inductions and training sessions as applicable. 
It governs behaviours occurring on site, during work-related travel, online communication, off-site meetings, and work-sponsored events. All stakeholders are required to comply and will be informed through inductions, briefings, and ongoing communication strategies.
[bookmark: _Toc191652370][bookmark: _Toc191652715][bookmark: _Toc191906933][bookmark: _Toc191906989][bookmark: _Toc191907301][bookmark: _Toc205467563][bookmark: _Toc214636637]PROJECT/DEPOT/OFFICE OVERVIEW
(INSERT Project/Depot/Office NAME to outline the specific areas of the workplace and work environment including worker and workplace characteristics, number of people on site, shift rosters/work time, work undertaken and location of work).
The [Subject]is a [project/depot/office type, e.g., railway station accessibility upgrade; a regional depot; a state head office] located in [Suburb], with operations spanning across [No. Sites] work locations. The (project/depot/office) operates within the following hours:
Monday – Friday: [XX:XX AM – XX:XX PM]
Saturday: [XX:XX AM – XX:XX PM]
The workforce consists of approximately:
[XX] office-based workers in administrative, managerial, and support functions.
[XX] field-based construction workers engaged in on-site operations (delete if not applicable).
[XX] (include any other workforce characteristics relevant to the project/office/depot)
[bookmark: _Toc191559946][bookmark: _Toc191907302][bookmark: _Toc205467567][bookmark: _Toc214636638]HAZARD IDENTIFICATION AND CONTROLLING RISKS
The Primary Standard Psychosocial Hazards and the System Requirement Risk Assessment and SID (via the HSEMS) details the approach that must be taken at each Project/Depot/Office to identify, assess and control psychosocial hazards. This includes the development/population of a Psychosocial Hazards Risk Assessment. 
[bookmark: _Toc205467568][bookmark: _Toc214636639]In the development and completion of the risk assessment process for this project/depot/office, the following areas and psychosocial hazards have been considered. 
Job Design and Demands 
The following broad role categories have been considered in relation to job design and demands, with a focus on the exposure to and management of:
Job demands
Low job control
Highly repetitious tasks
(Delete/Add items in red that are/are not applicable for the project/depot/office environment)
	Role Category
	Key Risks Identified for role
	High level controls

	Project Labour e.g. Trades, Trades Assistants, Gener Labourers
	High physical and mental job demands – long hours, manual work, time pressure, shift work, heat/storm exposure.
Low role clarity – unclear instructions, frequent task changes, inconsistent supervision.
Exposure to unsafe behaviours or poor culture – bullying, yelling, intimidation, or “old-school” behaviours onsite.
Poor change management – sudden program shifts, rework, lack of communication.
Low autonomy – limited decision-making power, controlled work pace.
Fatigue – extended rosters, early starts, travel to remote sites
	Clear SWMS, task briefs, toolbox talks, shift planning.
Fit-for-purpose resourcing and realistic work programs.
Fatigue management procedures.
Supervisor training in respectful leadership and communication.
Job rotation to reduce repetitiveness/manual load.
Strong consultation mechanisms (huddles, pre-starts, union delegates).
Anti-bullying and inclusion expectations reinforced daily


	Project Supervisors e.g. the people that are responsible for the management of trades
	Role conflict and role overload – balancing safety, program, people, clients, and reporting demands.
High responsibility with low control – accountable for outcomes but little influence over design, commercial decisions, or resourcing.
Exposure to conflict – managing subcontractor performance, dealing with client pressure, escalating issues.
Work hours fatigue – long days, shift work, weekend work.
Emotional demands – managing personnel issues, behavioural issues, near misses/incidents.
High cognitive load – constant decision-making, problem solving, coordination.
	Provide adequate supervisory resourcing relative to work front complexity.
Clear delegation pathways and “decision rights” documents.
Leadership development in people management, conflict resolution, psychological safety.
Protected time for planning and shift handovers.
Digital tools to reduce admin burden (apps, automated forms, reporting platforms).
Peer-support structures (crew leads meetings, supervisor forums).
Fatigue management and roster rotation.

	Technical Roles e.g. engineers, designers.
	High mental/cognitive load – complex problem-solving, design reviews, technical risk decisions.
Time pressure – design deadlines, RFI responses, interface management.
Information overload and role ambiguity – unclear scope, changing requirements, multiple stakeholders.
Perfectionism pressure – errors can cause rework or safety impacts, creating stress.
Isolation – office-site split, hybrid work, limited peer connection.
Inexperienced engineers working above capability – “sink or swim” environments.
	Realistic design and engineering timelines with early stakeholder engagement.
Clear role descriptions and engineering authority matrices.
Regular technical supervision/coaching (Design Manager, Senior Engineer support).
Review processes to prevent single points of accountability (peer reviews, design checks).
Workload planning software and visibility of demand vs. capacity.
Providing quiet focus time and reducing unnecessary meetings.
Graduate development programs and mentoring

	Managerial Roles e.g. project managers, AMT/ALT roles, team managers.
	High job demands and decision pressure – commercial, client, safety, people, program requirements.
Complex stakeholder management – dealing with workforce, clients, JV partners, subcontractors, regulators.
Role overload – constant reporting, governance, meetings, risk reviews.
Moral injury – making decisions that impact jobs, budgets, people’s wellbeing.
Long hours and lack of recovery.
Isolation at senior levels – less peer support, high expectations.
	Clear priority setting and removal of non-value-adding reporting.
Additional leadership resourcing on major projects.
Structured delegation and capability-mapping across teams.
Leadership coaching, EAP executive support, peer networks.
Governance structures that are “right-sized” to project complexity.
Rosters and breaks aligned with fatigue-management guidelines.
Strong communication channels to facilitate decision-making

	Functional Roles e.g. Commercial, People, Safety, Environment, Quality, Legal, and other enabling/support roles. 
	High emotional demands – dealing with grievances, investigations, disputes, safety incidents.
Conflicting priorities – operational needs vs compliance, commercial vs safety/people outcomes.
Information/privacy pressure – handling sensitive or traumatic content (e.g., misconduct, family violence disclosures).
Low role clarity – being pulled into tasks outside scope.
Workload peaks – audits, reporting cycles, bid periods, incident reviews.
Isolation – often working between projects without team connection.
	Workload forecasting aligned with project phases (bid, delivery, close-out).
Clear escalation pathways and governance for decisions.
Trauma-informed practice training (particularly HR, Safety).
Regular team check-ins and professional supervision or debriefing.
Harmonised systems to minimise duplicated reporting.
Flexible work arrangements to manage peaks and recovery.
Clear service delivery models (RACI, role descriptions, process maps)

	Junior or Industry new entry Role e.g. Work Experience, Cadets, Interns, Graduates
	Low job clarity – unclear expectations, informal allocation of tasks.
Skill-capability mismatch – being given work beyond training or experience.
Social and cultural vulnerability – higher exposure to bullying, exclusion, inappropriate behaviours.
Lack of support – insufficient supervision, mentoring, or structured learning.
Job insecurity – fear of making mistakes, proving themselves
	Structured induction, rotation plans, and competency frameworks.
Assigning dedicated supervisors and mentors.
Regular check-ins to monitor wellbeing, workload, and learning progression.
Clear task allocation and safe decision-making boundaries.
Psychological safety emphasis in all early-career programs.
Inclusion in team communications, meetings, site walks

	Subcontractor or Consultant roles
	High commercial pressure – tight margins, short programs, variable scopes.
Low control over site conditions – reliance on head contractor coordination and communication.
Variable safety and culture standards – inconsistent practices across subcontractor companies.
Unclear expectations – inconsistent communication from site teams.
Time pressure and rework – caused by upstream program shifts or design changes.
Fatigue – long days, multiple job sites, travel
	Clear subcontractor induction and onboarding with role expectations.
Early and continuous engagement in planning (program, methodologies, sequencing).
Contracting strategies that allow realistic timelines and resourcing.
Daily coordination meetings with transparent communications.
Prequalification assessments (safety, psychosocial, culture, competence).
Access to welfare amenities, rest breaks, and issue-escalation pathways.
Integration into project communication and safety forums.


[bookmark: _Toc205467569][bookmark: _Toc214636640]Support for our people
Support for our people is a primary enabler of high performing and cohesive teams. To enable this, the following has been undertaken to mitigate issues that arise as a result of:
Poor support
Lack of role clarity
Inadequate reward and recognition
(Delete/Add items in red that are/are not applicable for the project/depot/office environment)
	Area
	Sub-Area
	Enablers

	Support
	Accessibility, Availability & Coverage of supervisors
	Supervisors support the completion of work by:
· Provide details for how supervision is allocated. This should include any baseline ratios that are used, how they are assessed as suitably skilled, and how they span the different shifts in operation on the project. 
· How supervision is made available over large geographic areas (if not in person, by other mechanisms)
· The role of supply chain supervisors
· Decision making rights. 

	
	IT Systems and Tools
	The following systems and tools have been setup to make current information readily available for our workforce to do their jobs efficiently:
· Include details of any project/depot/office systems that enable access to information

	
	Tools and Equipment
	Tooling and equipment for teams to effectively complete their jobs will be enabled by:
· Availability of tooling and equipment / any known constraints and how they will be overcome.
· What is in place to manage equipment failures/maintenance issues. 

	Role Clarity
	Responsibility
	Individual responsibilities are made clear to our teams through:
· Position descriptions that describe inherent role requirements
· 1:1 meetings with team members to review individual goals/objectives, work priorities, and any changes to deadlines/expectations.
· Performance / Development review process
· Plan of the Day (POD) Meetings to discuss daily priorities (project supervisors)

	
	Reporting Lines
	Reporting lines are made clear to our team through:
· Org Charts that identify hard line and dotted line relationships
· Informal reporting lines for remote and support workers/teams


	Reward and recognition
	Individual
	Project/Depot/Office initiatives to manage individual reward and recognition: 
Feedbucks

	
	Team
	Project/Depot/Office initiatives to manage team reward and recognition: 
Feedbucks


[bookmark: _Toc205467570][bookmark: _Toc214636641]Organisational Factors
Organisational factors that are likely to have adverse impact on psychosocial risk primarily relate to organisational change management, and the application of fair and equitable organisational justice.
(Delete/Add items that are/are not applicable for the project/depot/office environment)
	Area
	Sub-Area
	Enablers

	Organisational change management
	Communication Mechanisms
	The primary methods for communicating change for this project/depot/office include:
· Provide details of the standard communications processes that are being put in place
· Have any change specific comms methods been established?
· Is there a resource allocated to identify and assess the impact of changes/comms required at a project level? 

	
	Consultation Mechanisms
	The following consultation mechanisms are in place for this project/depot/office:
Include details of consultation mechanisms that have been established for this project/depot/office e.g. HSR structures, any HS Committees, depot/office teams. 

	Organisational Justice
	Restorative Just and Fair Culture
	In circumstances where there has been a breach, incident, or unintended consequence relating to the project, what are the safeguards in place to maintain a restorative just and fair culture that maintains accountability without defaulting to blame:
· Include roles and any project specific processes to support the above.

	
	Fair and equitable treatment of people
	Provide details of what is in place to manage:
policies or procedures that are unfair, biased or applied inconsistently (e.g. favouritism when assigning ‘good’ shifts)
accommodating workers’ reasonable needs (e.g. how to make the workplace accessible)
decision-making processes that are poor or which workers aren’t told about.
How will managers/supervisors/leaders in the workplace be trained in this?

	
	Handling of information
	What is in place on the project/depot/office to manage the handling of information:
Management of private/sensitive information supplied by people to their supervisors/managers
Training to support?


[bookmark: _Toc205467571][bookmark: _Toc214636642]Environmental Factors 
Environmental Factors include:
· the design, layout and environmental conditions of the workplace, including safe means of entering and exiting the workplace and welfare facilities; 
· the design and layout, and environmental conditions of workers’ accommodation; and
· plant, substances and structures at the workplace.
(Delete/Add items in red that are/are not applicable for the project/depot/office environment)
	Area
	Sub-Area
	Details

	Physical Environment
	Role profiles
	Roles for the project/depot/office that have been identified as having increased risk due to the physical work environment:
Provide details of the roles most likely to be at increased risk, and the type of environment that relates to the role. E.g. personnel working in confined spaces
Details of key controls to manage these risks:
Provide details e.g. job rotation for confined space entry etc. 

	
	Location profiles
	Locations for the project/depot/office that have been identified as having increased risk due to the physical work environment include:
Provide details of locations on the project/in the workplace that are likely to have increased risk e.g. susceptible to extremes in temperatures, pungent odours etc.
Details of key controls to manage these risks:
Provide details e.g. Any changes that can be made to latent environment to support more prolonged occupation. 

	Remote or isolated work

	Role profiles
	Roles for the project/depot/office that have been identified as most at risk of remote or isolated work include:
· Details of the roles most at risk

	
	Location profiles
	Locations on/in the project/depot/office that are identified as remote include:
Details of the locations that are most likely to be remote or create isolation

	
	Management strategies
	Key controls implemented at the project/depot/office to manage remote or isolated work include: 
communication systems 
buddy systems 
movement records, and 
training, information and supervision.

	Traumatic events or material

	Role profiles
	Roles for the project/depot/office that have been identified as most at risk of being exposed to traumatic events / material include:
Details of the roles most at risk e.g. first responders, first aiders, mental health champions, HS and HR roles etc.

For the higher risk roles detailed above, the following additional controls have been identified:
Provide details of any training or support available for these roles at increased risk, and any other management strategies to support.

	
	General Management Strategies
	Given the nature of our industry, there is a risk of our workforce being exposed to incidents/events that can be traumatic, and other traumatic content. 
The following support mechanisms are in place for this project/depot/office:
Provide details of any training or support available e.g. EAP. Consider how this applies to the broader workforce, not just LOR employees. 


[bookmark: _Toc205467572][bookmark: _Toc214636643]Unacceptable/Harmful Behaviours, and Conflict 
At Laing O’Rourke, we expect that all workers are treated with courtesy and respect, as a core principle of who we are, and we are committed to achieving a harmonious work environment free from bullying, discrimination, harassment, vilification and victimisation. 
Laing O'Rourke expects all workers to treat others with respect and courtesy and we always take steps to: 
Protect workers from all forms of bullying, discrimination, harassment, vilification and victimisation 
Help workers take action against all forms of bullying, discrimination, harassment, vilification and victimisation without fear of reprisal 
Encourage employees who feel they are being bullied, discriminated against, harassed, vilified or victimised to speak up 
Provide appropriate support to employees who feel they are being bullied, discriminated against, harassed, vilified or victimised 
Take complaints seriously, investigate immediately when necessary and take appropriate action.
The management of unacceptable/harmful behaviours including conflict is universal across all projects/locations, and must be managed in accordance with:
Code of Conduct
Harmonious Workplace Policy 
Harmonious Workplace Guidelines 
Workplace Anti-bullying Guidelines; and
Misconduct Management Guidelines
(Delete/Add items that are/are not applicable for the project/depot/office environment)
	Area
	Sub-Area
	Details

	Violence and aggression – External to workforce
	Role profiles
	Roles for the project/depot/office that have been identified as having increased risk of exposure to violence and aggression:
Provide details of the roles most likely to be at increased risk, e.g. traffic controllers, people required to interface with Members of Public, depot/office managers or front of house staff, etc. 
Details of key controls to manage these risks:
Provide project/depot/office specific controls for identified risks. 

	
	Location profiles
	Locations for the project/depot/office that have been identified as having increased risk of violence / aggression:
Provide details of locations on the project/in the workplace that are likely to have increased risk e.g. areas with public interface, work in areas that have negative public sentiment attached, etc. 
Details of key controls to manage these risks:
Provide details e.g.  lighting, security, work planning etc. 

	Sexual Harassment and Gender Based Violence
	Role profiles
	Roles for the project/depot/office that have been identified as having increased risk of exposure to sexual harassment or gender based violence:
Provide details of the roles most likely to be at increased risk, e.g. Junior Workforce Members, People required to work in remote or isolated locations etc. 
Details of key controls to manage these risks:
Provide project/depot/office specific controls for identified risks. 

	
	Location profiles
	Locations for the project/depot/office that have been identified as having increased risk of exposure to sexual harassment or gender-based violence:
Provide details of locations on the project/in the workplace that are likely to have increased risk e.g. areas on site that are remote or isolated, toilet/shower facilities, areas with low lighting etc.  
Details of key controls to manage these risks:
Completion of the Gender Positive Environments Assessment Checklist, and closeout of associated findings.
Provide details e.g.  lighting, security, work planning etc. 


[bookmark: _Toc191907307][bookmark: _Toc205467564][bookmark: _Toc214636644][bookmark: _Toc205467573][bookmark: _Toc191907303]ENGAGEMENT
(Project/Depot/Office) is committed to ensuring that workers, supervisors, and key stakeholders are actively involved in the development, implementation, and review of this Plan. Consultation includes Health & Safety Representatives (HSRs), Health & Safety Committees (HSC), toolbox talks, surveys, private/anonymous reporting options, psychological safety protocols, language translation and/or accessible formats. Engagement is achieved through stakeholder involvement in both communication and consultation, refer to System Requirement Communication and Consultation (via the HSEMS).
[bookmark: _Toc191906945][bookmark: _Toc191907001][bookmark: _Toc191906946][bookmark: _Toc191907002][bookmark: _Toc191906947][bookmark: _Toc191907003][bookmark: _Toc191906948][bookmark: _Toc191907004][bookmark: _Toc191906949][bookmark: _Toc191907005][bookmark: _Toc191906950][bookmark: _Toc191907006][bookmark: _Toc214636645]Consultation
Consultation involves active participation of workers, Health and Safety Representatives (HSRs) (where applicable), and key stakeholders, including contractors, supply chain and labour hire, in identifying risks and developing appropriate control measures. 
Consultation methods may include:
Psychosocial Hazards Risk Assessment Workshops – Workers should contribute to hazard identification and control strategies as part of the Psychosocial Hazards Risk Assessment.
Health and Safety Committees (HSCs) or other safety forums as outlined in the project/depot/office WHS Management plan (as applicable) – Regular forums where workers and HSRs (where applicable) discuss risk management and provide feedback on project/depot/office controls and identifying emerging risks. 
Collective Insights – Structured debriefs following reported incidents and/or observations as well as reviewing work as done and/or gaps against work as planned.
[bookmark: _Toc214636646]Communication, Information and Training
Mandatory psychosocial training plan including managers, supervisors and workers, covering hazard ID, responding to and reporting of potential psychosocial hazard events, respectful leadership and  psychological first aid (e.g. Mental Health First Aid, trauma response, proactive prevention programs) shall be established for the project/office/depot.To support successful understanding of psychosocial risks and associated controls, the following mechanisms and programs have been identified for this project/depot/office:
(Delete/Add items in red that are/are not applicable for the project/depot/office environment)
	Mechanism
	What it is aimed to address
	Audience

	Induction and Onboarding
	Training on expected behaviours, reporting processes, and policies provided to all new workers.
	e.g. All project staff and workforce

	Toolbox Talks
	Regular discussions to reinforce key messages and address evolving risks
	Workforce including Supply Chain etc.

	Prestart Briefings
	Daily commencement meetings that include workplace conduct expectations and psychosocial risk factors.
	As above

	Posters, Noticeboards, and Digital Platforms (e.g. LORA Live events, digital newsletters)
	Visual reminders of workplace expectations, reporting mechanisms, and available support services.
	All project staff and workforce

	Training
	Dedicated training to employees and key stakeholders to understand proactive approaches to prevent sexual harassment and sex or gender-based harassment and how to respond if it occurs.
	All project staff and workforce


[bookmark: _Toc191652375][bookmark: _Toc191652720][bookmark: _Toc191906939][bookmark: _Toc191906995][bookmark: _Toc191652376][bookmark: _Toc191652721][bookmark: _Toc191906940][bookmark: _Toc191906996][bookmark: _Toc191559948][bookmark: _Toc191907305][bookmark: _Toc205467574][bookmark: _Toc214636647]REPORTING
It is important that we create and maintain an organisational culture which actively supports early reporting and follow up of psychosocial risks or events, so these hazards and risks are managed before serious harm occurs. 
To foster this approach, we encourage the reporting of hazards and incidents through any of the following formal or informal channels, including reporting as an incident through the System Requirement Event Management and Reporting (via the HSEMS) processes and as a complaint under the Group and Australia Hub Investigation Guidelines (refer to your People representative). 
Where a risk or matter involves unacceptable or harmful behaviours, the following reporting process should be completed:
Speaking to their line manager, People representative, Health & Safety professional, Health and Safety Representative (HSR), or other manager of Laing O’Rourke, regarding something that has occurred/potentially occurred to them or on behalf of someone else.
Speaking with a Mental Health Champion, Mental Health First Aider, D&I Council member, D&I Committee member or Wellbeing Committee member.
Utilising the issue resolution procedures, embedded within the Group and Australia Hub Investigation Guidelines 
Harassment & Discrimination Contact Officers
Speaking and/or writing to Safe Call (1800 312 928) for anonymous reporting.
Refer to System Requirement Event Management and Reporting, Primary Standard Psychosocial Hazards (via the HSEMS) and Group and Australia Hub Investigation Guidelines (refer to your People representative) for further information and guidance in relation to reporting and investigation processes.
[bookmark: _Toc191907306][bookmark: _Toc205467575][bookmark: _Toc214636648]Injury Management & Employee Assistance Program
Laing O’Rourke is committed to maintaining a safe and healthy workplace, and to implementing early intervention strategies with a focus on occupational rehabilitation, to facilitate effective return to work of any Laing O’Rourke workers who are injured at work. 
We recognise the rights and expectation of all workers to sustainable rehabilitation following injury. We are committed, as part of this Plan, to the prevention of work-related injury/illness, reducing injury severity and effectively managing the return to work of all workers through structured return to work plans. 
We will work with and support, so far as is practicable, our contractor and supply chain partners with their response to effective return to work of any of their employees that may be injured at work.
All workers are made aware of the Laing O’Rourke Employee Assistance Programme, should this be required. This is available to individuals and their immediate family. The Employee Assistance Program is through TELUS Health (1300 361 008).
[bookmark: _Toc191906952][bookmark: _Toc191907008][bookmark: _Toc191559950][bookmark: _Toc191907310][bookmark: _Toc205467576][bookmark: _Toc214636649]REVIEW
This Plan must be reviewed at a minimum annually and is recommended to be reviewed as part of the review of the sites Psychosocial Hazards Risk Assessment. This Plan must also be reviewed in the following circumstances as soon as is practical:
Before any change management process that may result in a change to risks associated with psychosocial hazards
If a significant event occurs, including but not limited to sexual harassment and/or harassment on the grounds of sex or gender.
Following the report of sexual harassment or sex or gender-based harassment, the control measures outlined within the Psychosocial Hazards Risk Assessment must be reviewed and revised where necessary.  If an employee, including contractor, supply chain, labour hire, or someone on their behalf, reports a psychological injury and/or illness
If a Health and Safety Committee (HSC) or a Health and Safety Representative (HSR) requests a review of the Plan.
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