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Executive summary

The Australian Work Health and Safety (WHS) Survey (the Survey) provides a platform for

workers from across Australia to share their first-hand experiences of WHS.
The Survey helps characterise the current state of WHS in Australia across three aspects.

e The WHS profile of Australian workers, such as their exposure to physical and
psychosocial hazards including harassment, their awareness of WHS rights and
responsibilities, and their feelings of empowerment to participate in, and influence,
health and safety at work.

e The WHS profile of Australian workplaces through participants’ perceptions of their
workplace’s existing WHS policies and systems, demonstrated WHS commitment and
practices, and views about the barriers and potential enablers to improve WHS in their
workplaces.

e New and emerging WHS issues observed or experienced by the participants and their

suggestions for potential harm prevention measures.

This information is critical in assisting Australian businesses, WHS regulators and affiliated
bodies to prevent workers from being harmed in the workplace. The Survey is open for
response every six months. The current edition, Autumn 2024, is the third in the series,
providing insights based on data collected in February 2024, along with comparisons to data

collected from the previous editions (Autumn 2023 and Spring 2023).

Insights from all editions of the Survey can be explored via the online dashboard.



https://www.centreforwhs.nsw.gov.au/research/radar/australian-whs-survey-dashboard
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The following findings are notable highlights from the most recent Survey.
Exposure to hazards related to musculoskeletal disorders (MSDs) remain high

Among the 2,080 Survey participants, 84.7% reported being exposed to hazards known to
lead to MSDs, including repetitive movements, standing for two hours or more, work in
awkward position, manual handling, and work at height, on a daily or weekly basis. This was
the highest level of exposure ever reported in any edition of the Survey. National statistics
show consistent levels of harm generated from work-related MSD diseases and injuries,
accounting for about half of serious worker compensation claims in 2015-16, 2019-20, and
2020-21. Our findings confirm the persistently high prevalence of exposure to MSD-related

hazards in the workplace, and call for further efforts in this domain.

The under-reporting of sexual harassment and workplaces’ inadequate
responses to reports are still concerning

A large percentage of participants reported having experienced bullying and/or harassment at
work in the last 12 months (41.6%), a percentage comparable to that reported in the Spring
2023 edition (41.3%) and significantly lower than that reported in the Autumn 2023 edition
(56.0%). Of these victims of harassment, 8.1% reported having experienced sexual
harassment. Our findings show that the reporting of sexual harassment is still a concern.
Nearly two out of 10 victims indicated they had never reported the incident(s), mirroring a
statistic found in the previous Spring 2023 edition of the Survey. The fear of potential
consequences after reporting the incident(s) was the main reason some victim-survivors
choose not to report; fear that relationships at work would be negatively affected, and/or fear
that their career would be negatively impacted. Our findings also indicate that victims who
choose to report incidents of sexual harassment usually do not do it via an external agency
(less than 6% of our participants). Among those who choose to report the incident(s), a
majority (56.1%) observed no changes made in the organisation following their report,
reiterating another concerning statistic found in the previous Spring 2023 edition (39.6%).
These findings further reaffirm the need to 1) improve the reporting of bullying and
harassment at work, particularly sexual harassment, and 2) to improve the responses of

workplaces and actions taken following reports.

Lower levels of exposure to psychosocial hazards, burnout keeps creeping

The proportion of participants considered at risk of psychosocial harms (based on their
responses assessing levels of job demand, job control, job security and effort-reward fairness)
significantly decreased from 7.5% reported in Spring 2023 and 16.3% in Autumn 2023, to 6%



in the current Autumn 2024 edition. Complementing this trend, the proportion of participants
considered at minimal risk of psychosocial harms (i.e., experiencing no psychosocial job
quality adversity) significantly increased from 42.6% in Spring 2023 and 31.7% in Autumn
2023, to 47.5% in the current edition. In contrast, our findings indicate an increase in the level
of burnout experienced by participants. More participants agreed with burnout-related
statements such as ‘| feel drained by my work’ (74% compared to 68% in the Spring 2023 and
64% in the Autumn 2023), ‘I worry about work when | am not working’ (69% currently
compared to 59% in Spring 2023 and 63% in Autumn 2023), and ‘I find it hard to disconnect
from work’ (66% currently compared to 56% in Spring 2023 and 62% in Autumn 2023). This is
concerning as the feeling of burnout has been shown to increase workers’ mental distance
from their job, to augment their feeling of negativism related to their job, and to reduce their

professional efficacy.

Hybrid working arrangement better for health and safety

Our findings show that workers with hybrid working arrangement were less likely to be
exposed to physical hazards (e.g., repetitive movement, standing for two hours or more,
working with an awkward posture on a daily or weekly basis) than those working in an office or
across multiple work sites. Hybrid workers also reported lowered exposure to all types of
harassment and were considered presenting decreased risk of psychosocial harm compared
to those working in an office/ on work site(s) only. While it is acknowledged that not all jobs
could be structured into the hybrid model, the potentially beneficial aspect of this model

should be considered where such arrangement is possible.

Prioritisation of WHS for Health care and social assistance workers

Workers in the Health care and social assistance sector account for the largest proportion of
the labour force in Australia (15.2%). This number is only expected to grow with most current
projections indicating the sector might account for 16.7% of the labour force by 2033. Our
findings show that Health care and social assistance workers are currently experiencing the
highest levels of worker exposure to physical hazards in the workplace. Additionally, Health
care and social assistance workers are experiencing the highest levels of bullying and
harassment in the workplace and are the workers most at risk of experiencing psychosocial
harm as indicated by lower levels of job quality (higher job demand, lower job control, etc).
This highlights the need for increased and sustained efforts to address the WHS challenges

experienced by Health care and social assistance workers every day.
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Background

The Australian WHS Survey (the Survey) is conducted every six months and aims to deliver the
latest insights on WHS in Australian workplaces. The current edition (Autumn 2024) is the third
in the series, providing insights based on data collected in February 2024, along with

comparisons to data collected from the previous editions (Autumn 2023 and Spring 2023).

Insights from all editions of the Survey can be explored via the online dashboard.

The Survey captures a wide range of workers’ observations, experiences, and perspectives
about WHS, including their perceptions on current WHS practices in the workplace, in

particular:

e the WHS profile of Australian workers in relation to exposure to physical and
psychosocial hazards, WHS awareness, and empowerment

e the WHS profile of Australian workplaces, including existing WHS systems and
practices, commitment to WHS, and barriers and enablers to good WHS practices

e new and emerging WHS issues and potential ways of preventing them

e at-risk sectors, including the characteristics of their workers and workplace

e |eading indicators of strong WHS practices.
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Method

Survey design

Following the same format as previous editions, the Survey includes the following sections.

1. Demographic characteristics
Five questions related to:

1. worker’s gender;

2. age group;

3. highest education attainment;

4. identity (LGBTQI+, Aboriginal and/or Torres Strait Islander (ATSI), Culturally and/or
linguistically diverse background (CALD), Migrant or temporary resident, People living
with disability); and

5. language spoken at home.
2. Employment characteristics
Seven questions on:

worker’s role (worker, manager or executive etc);

type of employment (permanent, fixed-term or casual etc);
state in which they spend most of their working hours;
industry they work in;

size of organisation (micro, small, medium or large); and

employer type; and

N o o~ w N

working structure (work from home only, office/worksites only or hybrid etc).
3. Workers’ WHS profile

Questions related to leading indicators to assess exposure to physical and psychological
hazards at the worker level, with questions from validated tools including the OHS
Vulnerability Measure developed by Lay et al. (2016), and the Psychosocial Job Quality (PJQ)
Measure developed by Butterworth et al. (2011). Similar to the Spring 2023 edition, the Survey

included four additional questions on the reporting of bullying and harassment.
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4. Workplace WHS profile

Questions from the Occupational Health and Safety (OHS) Vulnerability Measure on WHS
workplace policies and procedures, the workplace commitment to WHS, and questions about

barriers, enablers, and drivers of WHS.
5. Future of work

Questions on new or emerging WHS issues, work practices, technologies, or behaviours, either

directly experienced or witnessed by participants in the previous six months.

Participants

The Survey was distributed online via the Qualtrics XM platform and was open from 1to 28

February 2024 to all workers who met the following inclusion criteria:

e 18 years of age or over
e currently living in Australia

e worked in Australia in the previous six months.

To facilitate the recruitment of participants, the Survey was promoted via a wide range of
channels, including organic and paid social media, and direct emails to pre-established mailing
lists. The Survey was also advertised on New South Wales (NSW) Government webpages, and
through NSW Government newsletters. The promotion strategy also utilised intermediary
organisations who were encouraged to distribute the Survey to their own networks (see

Appendix B for a summary of all distribution channels utilised and their reach).

Ethical and privacy considerations

An ethics approval was obtained from the Human Research Ethics Committee (Social Science,

Humanities and Behavioural Science) of the University of Wollongong (protocol ID 2023/373).

Participation in the Survey was on a voluntary basis, and participants’ consent was implied by
their decision to complete it. Prior to undertaking the Survey, participants were provided with
information about the SafeWork NSW Strategic Intelligence and Research function, the
inclusion criteria for participation, the risks, and benefits of completing the Survey, and how
the data collected would be analysed, reported, stored and used. The Survey included
information about psychological support services available, including Lifeline and Beyond

Blue, in the event that participation caused distress or discomfort. Information gathered in the
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Survey was de-identified at the point of analysis and managed in accordance with the Privacy
and Personal Information Protection Act 1998 (PPIP Act) and the Health Records and
Information Privacy Act 2002 (HRIP Act).

Analysis
WHS hazards

The validated OHS Vulnerability Measurement tool developed by Lay et al. (2016) was used to
capture workers’ exposure to hazards, their awareness and empowerment in WHS, and their
workplace policies and procedures or systems for promoting good WHS practice. The tool
includes a sub-scale entitled “Exposure to hazards” which includes nine statements where
participants rate the frequency of their experience of each hazard (ranging from never, once a
year, every six months, every three months, every month, every week to every day). In addition
to the “Exposure to hazards” subscale, we also included a measure of weekly/daily exposure to
MSD-related hazards. This measure only considered participants’ response to the following
five statements: ‘Manually lift, carry, or push items heavier than 20 kg at least 10 times a day;
‘Do repetitive movements with your hands or wrists (packing, sorting, assembling, cleaning,
pulling, pushing, and typing) for at least three hours during the day;” ‘Work in a bent, twisted,
or awkward posture; ‘Work at a height that is two metres or more above the ground or floor;,

‘Stand for more than two hours in a row’.

The Survey also used the validated Psychosocial Job Quality Index (PJQI) to provide measures
of exposure to psychosocial hazards (2011). This tool enabled assessment of the level of (1) job
demands and complexity, (2) job control, (3) job security and (4) effort to reward fairness
experienced by participants. The Psychosocial Job Quality (PJQ) Measure published by
Butterworth et al. (2011)and Collie et al. (2017) was used to identify participants most at-risk of

psychosocial harm based on their ‘high’ exposure to job demand, ‘low’ level of job control, ‘low

job security and ‘unfair’ effort-reward.

All other indices were calculated following the method described in the first edition of the

Survey, i.e. the 2023 Autumn Edition (see method in Appendix C).

Quantitative Analysis

Descriptive statistics including count and proportion (for categorical variables) and mean
value, were used to analyse the quantitative data. Chi-square and fisher exact tests were

employed to test for statistically significant differences in the distribution of exposure to WHS
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hazards across sub-groups of demographic and employment characteristics. T-tests and
Analysis of Variance (ANOVA) tests were used for the index scores (including burnout, WHS
awareness, empowerment, workplace WHS system score, and workplace commitment to WHS

score). All quantitative analyses were conducted using R statistical package in RStudio.

Qualitative Analysis

Open-ended questions in the Survey were analysed thematically using Excel. Responses were
first analysed to identify key and recurring themes or concepts. These themes or concepts
were then used to develop a thematic framework. This process was inductive, meaning the

themes were iteratively constructed based on the responses themselves.

Limitations

The Survey sample is not considered to be representative of Australia’s labour force. Our
analysis shows that it does, however, contain comparable proportions of participants to labour
force data across age groups and membership of some major industries (see results section
for details). The Survey was disseminated online and promoted via multiple channels, including
social media and WHS events. It is noted that the Survey was more heavily promoted in NSW
compared to other Australian states/territories, as a result, there was greater representation

of NSW workers compared to other states/territories.
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Results

Participants’ profile

Between 1 and 28 February 2024, a total of 2,080 participants completed the Survey,
representing an increase of 587 participants, or nearly 40%, compared to the previous edition
(Spring 2023). Table 1 shows the characteristics of participants in the current and previous two
editions. Female participants accounted for over 60% of the responses. In comparison to the
national data (February 2024), there was greater representation of female workers in the
Survey (63.2% vs. 47.9%).

In terms of age distribution, those in the 25-34 and 35-44 years age groups accounted for the
largest proportions of participants (30.5% and 29.1%, respectively), followed by those aged
between 45-54 years (18.8%) and 55-64 years (11.7%). This age distribution is similar to the
profile of the current Australian work force, where the greatest proportion of workers are aged

between 25 and 54 years old.

The largest number of responses came from workers with diploma or trade certificates and the
lowest number was from those with an education level of year 12 or below. Workers with an
education level of year 12 or below, accounted for the largest proportion of the national work
force (32.9%), followed by those with a Diploma or trade certificate, followed by those with a

Bachelor’s degree, Postgraduate or Graduate certificate.

NSW was the highest represented State, accounting for 78.2% of total responses. Nationally,
workers in NSW accounted for 30.9% of the total work force, followed by those in Victoria
(26.1%), Queensland (20.4%), Western Australia (11.2%), South Australia (6.6%), with those in

the Northern Territory accounting for the lowest percentage (1.0%).

At-risk communities were fairly represented, with 10.5% of participants identifying as LGBTQI+
(compared with 10% reported in the latest ABS 2022 Employee Census), 2% as Aboriginal
and/or Torres Strait Islanders (the same figure as in the 2022 Employee Census) and 7.3% as

people living with a disability (9% reported in the 2022 Employee Census).
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Table 1. Demographic characteristics of the participants

Autumn 2024 Spring 2023 Autumn 2023 ?‘238'2"251
n % n % n % N (m)* %
All participants 2,080 100 1,493 100 1,017 100 14,345 100
Gender
Male 705 33.9 613 40.9 495 492 7,474 521
Female 1315 63.2 847 56.5 472 46.9 6,871 47.9
Others 60 2.9 38 25 39 39
Age groups
18 to 24 145 7.0 91 6.1 63 6.3 2,203 15.4
25t0 34 635 30.5 437 29.2 285 283 3,357 234
35to44 606 29.1 474 316 272 27.0 3,208 224
45to 54 390 18.8 291 19.4 216 21.5 2,751 19.2
55to 64 244 1.7 175 1.7 141 14.0 2,079 14.5
65 or over 36 1.7 20 1.3 24 24 749 52
NA 24 1.2 10 0.7 5 0.5
Education
Postgraduate degree 387 18.6 268 17.9 181 18.0 1,893 13.7
Bachelor’s degree 672 323 418 27.9 240 239 3,432 249
Diploma/Trade certificate 792 38.1 617 412 434 43.1 3,937 285
Year 12 or below 196 9.4 168 1.2 139 13.8 4,533 329
State of employment
New South Wales 1626 78.2 1090 72.8 618 60.8 4,429 30.9
Victoria 90 43 115 7.7 166 16.3 3,738 26.1
Queensland 134 6.4 65 43 83 8.2 2,931 20.4
South Australia 26 1.3 64 43 75 7.4 953 6.6
Western Australia 143 6.9 46 3.1 54 53 1,606 1n.2
Tasmania 1 0.5 14 0.9 20 2.0 285 2.0
Northern Territory 7 0.3 25 1.7 46 4.5 139 1.0
Australian Capital Territory 42 2.0 74 4.9 132 13.0 266.6 19
Australian Bureau
of Statistics
Diversity (2022)
LGBTQI+ 218 10.5 132 8.2 146 14.5 10
Aboriginal and/or Torres Strait Islanders 68 33 141 8.8 135 13.4 2
Cultural and linguistical diverse background 181 8.7 165 10.3 142 14.1 -
Migrants 105 5.0 18 7.4 79 7.9 -
People living with disability 152 7.3 109 6.8 96 9.5 9

Note: *m = million

Table 2 shows that Health care and social assistance was the most represented sector with
26.3% of responses, followed by Arts and Recreation Services (13.1%), and Professional,

Scientific and Technical Services (8.8%).

Participants identified as workers for the large majority (64.4%). Executive/Board members
accounted for a fifth of responses (20.5%) and volunteers for about a tenth (8.8%). Workers
from large organisations (200 or more employees) accounted for the largest proportion
(45.7%) of participants followed by those from medium organisations (20-199 employees)

(25.9%), small organisations (5-19 workers) (14.6%) and micro organisations (1-4 employees)
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(5.0%). This distribution was consistent with previous editions. Working from offices or multiple
work site(s) were the most common arrangements reported by participants (65% or about two
out of three participants). Interestingly, participation rates seem to indicate a decrease in the

number of participants exclusively working from home and those working flexibly.

Table 2. Employment characteristics of the participants

Autumn Spring Autumn National
2024 2023 2023 (Feb 2024)
n % n % n % N(m) %
Industry
Health Care and Social Assistance 547 263 238 159 155 152 2,240 15.6
Arts and Recreation Services 272 131 49 33 6 0.6 276 1.9

Professional, Scientific and Technical 182 a8 18 79 54 53 1334 93

Services

Transport, Postal and Warehousing 177 85 86 57 30 29 737 51
Construction 161 7.7 145 9.7 15 1.3 1,317 9.2
Education and Training 139 6.7 123 8.2 102 10.0 1,203 8.4
Manufacturing 93 45 101 6.7 83 8.2 on 6.3
Public Administration and Safety 76 3.7 89 5.9 91 8.9 930 6.5
Mining 69 33 35 2.3 36 35 302 2.1
Administrative and Support Services 61 2.9 64 4.3 36 3.5 428 3.0
Financial and Insurance Services 59 2.8 70 4.7 41 4.0 535 3.7
Retail Trade 57 2.7 66 4.4 40 39 1,372 9.6

Information Media and
Telecommunications
Electricity, Gas, Water and Waste

45 22 15 1.0 1 11 193 1.3

Services 32 1.5 43 2.9 41 4.0 172 1.2
Accommodation and Food Services 26 1.3 36 2.4 12 1.2 912 6.4
Agriculture, Forestry and Fishing 19 0.9 35 2.3 70 6.9 332 2.3
Rental, Hiring and Real Estate Services 15 0.7 16 1.1 15 1.5 226 1.6
Wholesale Trade 7 03 25 1.7 9 0.9 398 2.8
Others/Prefer not to say 43 2.1 144 9.6 70 6.9 528 3.7
Role
Worker 1339 644 865 577 586 391 - -
Supervisor/Manager 15 7 34 23 286 191 - -
Executive/Board member 427 205 363 242 98 6.5 - -
Health and Safety Representative 51 2.5 47 3.1 78 5.2 - -
Sole trader/Freelancer/Consultant 59 2.8 53 35 47 3.1 - -
Volunteer 182 88 105 7.0 68 4.5 - -
Other 7 .3 31 2.1 31 2.1 - -
Organisation size
1-4 workers 105 5.0 50 33 51 5.0 - -
5-19 workers 304 146 262 175 218 214 - -
20-199 workers 538 259 398 266 280 275 - -
200 or more workers 951 457 683 456 421 414 - -
Working structure
Work at office only 832 400 599 400 335 340 - -
Work at home only 58 2.8 55 3.7 252 4.6 - -
Work flexibly 537 258 420 28.0 346 329 - -
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Autumn Spring Autumn National

2024 2023 2023 (Feb 2024)
n % n % n % N (m)* %
Work at multiple sites 519 250 360 24.0 47 248
Work in my vehicle 132 6.3 39 2.6 18 1.8
Other 2 0.1 25 1.7 19 1.9

Workers’ WHS profile
Exposure to physical hazards

Table 3 displays numbers and proportions of participants by type and frequency of physical
hazard exposure. The physical hazards with largest proportions of reported exposure on a daily
or weekly basis were: ‘Repetitive movement with hands or wrists (packing, sorting, assembling,
cleaning, pulling, pushing, and typing) for at least 3 hours during the day’ (72.5%); ‘Stand for
more than two hours in a row’ (44.0%); and ‘Work in a bent, twisted, or awkward posture’
(38.2%). A large percentage of participants (87.8%) reported exposure one or more of the nine
physical hazards displayed in Table 3 on weekly or daily basis (not showing in Table 3),
representing a small increase from Spring 2023 (84.3%) and a substantial increase of over
20% compared with Autumn 2023 (64.7%). Regarding the exposure to hazards typically
related to musculoskeletal disorders (repetitive movements, standing for two hours or more,
work in awkward position, manual handling, and work at height), 84.7% of participants
reported exposure on a daily or weekly basis, which represents the highest level ever reported

in any edition of the Survey.
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Table 3. Numbers and proportions of participants by the types of physical hazard and the
frequencies of such exposure.

Every Every Every Every 3 Every 6 Once a Once since Never
day week month months months year employment

Repetitive movements n 1283 224 67 45 40 36 24 330
at least 3 hrs a day % 617 108 32 22 1.9 17 12 15.9
Stand for 2+ hrs n 635 281 141 13 94 46 33 715
% 30.5 13.5 6.8 54 45 22 1.6 34.4
Work in a bent, twisted n 512 282 127 103 79 86 37 795
or awkward posture % 246 136 6.1 5.0 3.8 41 1.8 382
Manual handling (lift/ n 383 209 126 65 20 13 82 968
carry/ push 20+kg) % 184 100 6.1 3.1 43 5.4 39 465
n 401 192 142 80 84 79 36 1013

Hazardous substances
% 19.3 9.2 6.8 3.8 4.0 38 1.7 487
Work in high noise level n 277 248 136 108 89 74 39 1069
% 13.3 1.9 6.5 52 4.3 3.6 1.9 514
Work at height, 2+m n 137 210 145 132 116 126 220 957
above ground/floor % 66 101 7.0 6.3 56 6.1 106 460
. n 102 17 17 79 72 56 42 1459

Bullying/harassment

% 49 5.6 5.6 3.8 35 27 2.0 70.1
Perform unfamiliar n 101 208 273 236 229 175 69 678
work tasks % 49 100 13.1 1.3 11.0 8.4 33 326

Table 4 presents the proportions of weekly/daily exposure to the three most common types of

physical hazards by demographic and employment characteristics. The proportion of female

workers exposed to repetitive movements on weekly/daily basis was significantly higher

compared to their male counterparts. In contrast, male workers presented higher percentage

of exposure to ‘Standing for more than two hours in a row’ and ‘working in a bent, twisted, or

awkward posture’ or ‘awkward posture’. Across age groups, young workers (aged 25 or less)

presented significantly higher proportions of weekly/daily exposure to the most common

physical hazards compared to older age groups. In regard to industries, the Professional,

Health care, and Construction sectors presented the highest proportions of exposure to

‘Repetitive movements’. The Health care, Construction, and Manufacturing sectors also

presented the highest proportions of exposure to ‘Standing for two hours or more’. Health

care, Transport, and Construction also presented the highest proportions of exposure to

‘Working in awkward posture’. Finally, those “working in the office only” presented the highest

proportions of weekly/daily exposure to all of these three most common physical hazards, in

comparison to home only, or hybrid.
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Table 4. Exposure to the top three physical hazards on weekly/daily basis by demographic and
employment characteristics.

Repetitive movements Stand 2+hrs Awkward posture
n % p" n % p" n % p"

Demographics
Gender

Male 478 67.8 354 50.2 295 41.8

Female 983 74.8 .001 537 40.8 <001 475 36.1 012
Age groups

Young (<25) 108 745 84 57.9 68 46.9

Middle (25-44) 922 743 532 42.9 457 36.8

Older (45+) 461 68.8 .032 290 433 .002 260 388 .057
LGBTQI+

No 1341 72.0 815 43.8 708 38.0

Yes 166 76.1 197 101 46.3 AT71 86 394 682
ATSI

No 1457 724 880 437 760 37.8

Yes 50 735 .840 36 52.9 133 34 50.0 .041
CALD

No 1368 72.0 863 454 733 38.6

Yes 139 76.8 71 53 29.3 <001 61 337 195
Migrants

No 1447 733 881 446 770 39.0

Yes 60 571 <001 35 333 .023 24 229 .001
People living with disability

No 1392 722 853 442 729 37.8

Yes 115 757 .358 63 414 504 65 428 226
Employment characteristics
Key industries

Health care 425 77.7 353 64.5 336 61.4

Arts & recreation 176 64.7 138 50.7 75 27.6

Professional 146 80.2 28 15.4 35 19.2

Transport 129 729 62 35.0 92 52.0

Construction 18 73.3 106 65.8 78 484

Education 83 59.7 61 439 28 20.1

Manufacturing 65 69.9 <.001 52 559 <001 33 355 <001
Business size

Small/micro 299 73.1 180 440 143 35.0

Medium 387 71.9 219 40.7 186 34.6

Large 699 735 .805 420 442 400 395 415 .010
Work role

Worker 1002 74.8 647 483 602 45.0

Manager/Executive 308 69.7 139 314 103 23.3

HSR 29 56.9 13 25.5 4 7.8

Others 164 68.0 .003 13 46.9 <.001 82 340 <.001
Work structure

Home only 41 70.7 4 6.9 9 15.5

Office only 987 73.1 797 59.0 627 46.4

Hybrid 386 719 .825 67 125 <001 85 15.8 <001

Note: " p-value for chi-square/fisher exact tests for statistically significant difference in the distribution by sub-groups.
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Bullying and harassment

Of the total 2,080 participants, 1,089 reported to have experienced bullying and/or harassment
at work at least once since commencement of employment (52.3%). Of these 1,089
participants, 866 experienced bullying and/or harassment at work in the previous 12 months
(41.6%), a percentage comparable to that reported in the Spring 2023 edition (41.3%) and
significantly lower than that reported in the Autumn 2023 edition (56.0%). Table 5 displays the
proportion of different types of bullying/harassment experienced by participants across all
three surveys. In the current survey, ‘Verbal’ was the most common type of harassment
reported by 31.5% of participants; followed by ‘psychological’ harassment (26.7%). The least
common type of harassment reported was ‘physical’ harassment (4.9%). While there was some
variation in the proportional representation of harassment types, the pattern of harassment
closely mirrored that of the last two editions. Notably, exposure to discrimination, sexual and
physical harassment trended down across the surveys. Over the past 12 months, exposure to
physical harassment decreased most significantly (57%), followed by sexual harassment
(43%) and discrimination (23%).

Table 5. Exposure to different types of bullying/harassment since employment.

Teottomsenent TRt NI AT

n % n % n %
Verbal 102 315 86 27.5 17 36.6
Psychological 169 26.7 132 25.8 145 29.9
Discrimination 238 1.4 183 12.3 151 14.8
Sexual 555 8.1 385 8.8 304 14.3
Physical 656 49 410 5.8 372 1.5

Table 6 displays exposure to types of bullying/harassment by demographic and employment
characteristics. Similar to previous editions, Chi-squared and Fisher’s exact’ statistical
analyses revealed that female workers, younger workers (25 years or less), workers in the
Health care industry, workers from large organisations, and also workers working in an office
only, were more likely to experience sexual harassment. These groups also reported the

highest percentage of physical bullying/harassment.

"Fisher’s exact statistical test was used instead of chi-square test, when the count of participants within a group is less than 5.
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Table 6. Comparisons of exposure to various types of bullying/harassment by demographic and
employment characteristics.

Verbal Psychological Discrimination Sexual Physical
n % p* n % p* n % p* n % p* n % p*

Gender

Male 21 29.9 154 21.8 79 1.2 29 41 18 2.6

Female 422 321 318 380 289 .001 144 1.0 .862 132 10.0 <.001 80 6.1 <.001
Age groups

Young (<25) 35 24.1 22 15.2 13 9.0 17 1.7 10 6.9

Middle (25-44) 392 31.6 331 26.7 142 1.4 14 9.2 54 4.4

Older (45+) 223 333 .00 197 294 .02 82 122 529 37 55 005 37 55 274
Key industries

Health care 249 455 200 36.6 77 141 76 139 82 15.0

Arts & recreation 57 21.0 46 16.9 22 8.1 17 6.3 0 0.0

Professional 56 308 57 313 25 13.7 18 9.9 1 5

Transport 64 36.2 48 27.1 25 141 15 8.5 5 2.8

Construction 54 335 35 21.7 15 9.3 9 5.6 4 25

Education 28 20.1 28 20.1 14 10.1 2 1.4 2 1.4

Manufacturing 32 344 <001 25 269 <001 12 129 172 6 6.5 <001 O 0.0 <.001
Business size

Small/micro 107 26.2 79 19.3 34 8.3 22 54 5 1.2

Medium 151 28.1 130 242 52 9.7 33 6.1 17 3.2

Large 354 372 <001 315 331 <001 183 140 003 98 103 .001 79 8.3 <001
Work role

Worker 47 35.2 380 284 163 12.2 121 9.0 85 6.3

Manager/Executive 19 26.9 121 27.4 42 9.5 26 59 13 2.9

HSR 8 15.7 8 15.7 5 9.8 4 7.8 0 0.0

Others 55 228 <001 44 183 003 24 100 .393 17 71 183 3 1.2 <001
Work structure

Home only 6 10.3 10 17.2 3 5.2 2 3.4 0 .0

Office only 487 36.0 389 288 172 12.7 125 9.3 95 7.0

Hybrid 120 22.3 <.001 123 229 008 47 88 016 32 60 .026 3 0.6 <.001

Note: " p-value for chi-square/fisher exact tests for statistically significant difference in the distribution by sub-groups.

Reporting of sexual harassment

Following the Spring 2023 survey, additional questions on the reporting of harassment were
added to the current survey. Table 7 shows that a total of 154 participants who had
experienced sexual harassment agreed to respond to further questions on the reporting of
sexual harassment. Of those, nearly two of 10 had never reported the incident of sexual
harassment. This proportion was comparable to that of the Spring 2023 edition. Of those who
always or sometimes reported such incidents, the majority reported it to their manager or
supervisor (six of 10 participants), to a co-worker or pear at their same level (nearly five of 10
participants), and/or to a family member or friend (about four of 10 participants). Interestingly,
reporting incidents of sexual harassment to an external agency was the option with the lowest
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level of reporting (less than 6% of participants), this is reflective of the results captured in the

previous survey. “Being afraid that relationships at work would be negatively affected’, and

“being afraid that the career was going to be negatively impacted” were the two most cited

reasons for participants not reporting the incidents.

It is alarming that 56.1% of those who had reported an incident of sexual harassment had also

stated that ‘there were no changes at the organisation following the report’, which was also

the most common outcome in the Spring 2023 edition (39.6%). Regarding ‘desired’ outcomes

(‘What would you have liked to see happen?’), the most common selection was ‘Your employer

advises the organisation that such conduct had occurred, and it was unacceptable’ (43.9%),

and ‘Your employer develops or changes the existing policy on bullying/harassment - (e.g.

complaint procedure)’ (43.9%), followed by ‘Your employer implements training or education’

(37.4%) and “Your employer apologises for failing to prevent the bullying/harassment’ (31.7%).

Table 7. Reporting of sexual harassment.

Autumn Spring
2024 2023
n % n %
How often sexual harassment was reported? (N =154) (N =125)
Always 50 325 48 384
Sometimes 73 474 53 424
Never 31 201 24 192
Who did you report the incident(s) to? (always/sometimes reported) (N=123) (N =101)
Your manager or supervisor 77 626 50 495
A co-worker or peer at your same level 59 480 48 475
A family member or friend 50 407 30 297
Human resource department 21 171 22 218
An External agency (e.g. Fair Work Commission, Safework NSW). 7 57 9 8.9
What was the outcome of your report(s)? (N =123) (N =101)
There were no changes at the organisation following your report 69 56.1 40 396
Your employer advised the organisation that such conduct had occurred,
and it was unacceptable 16 13.0 22 21.8
Your employer apologised for failing to prevent the bullying/harassment 14 14 16 158
Your employer developed or changed the existing policy on
bullying/harassment - (e.g. complaint procedure) 4.9 7 6.9
Your employer implemented training or education 4.1 6 5.9
You were transferred to another team or department within the workplace 1 08 4 4.0
What would you have liked to see happen? (N=123) (N=101)
Your employer advises the organisation that such conduct had occurred,
and it was unacceptable 54 439 49 485
Your employer develops or changes the existing policy on
bullying/harassment - (e.g. complaint procedure) 54 439 44 436
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Your employer implements training or education

Your employer apologises for failing to prevent the bullying/harassment
What were the reasons that you didn’t report? (never/sometimes reported)

| was afraid that my relationships at work would be negatively affected

| was afraid that my career negatively impacted.

It wasn't serious enough

| was afraid that my report would not be believed or taken seriously

| was embarrassed

46 374
39 317
(N =104)
24 231
22 212
20 192
18 17.3
9 87

34 337
29 287
(N=77)
22 286
20 26.0
17 221
14 182
10 13.0

Exposure to psychological hazards

Table 8 displays numbers and proportions of participants by the number and types of job

quality adversities experienced. These PJQ adversities, namely high job demand, low job

control, low job security and low effort-reward fairness were measured following the method

developed and validated by Butterworth et al. (2011). The proportion of participants with no job

quality adversity appears to be an increasing trend (47.5% currently compared to 31.7% in the

Autumn 2023 edition and 42.6% in the Spring 2023 edition). Simultaneously, a decreasing

trend was observed among participants reporting experiencing three or four of these

adversities (considered to be at risk of psychosocial harms) (currently 6.0% compared to 16.3%
in Autumn 2023 and 7.5% in Spring 2023). Of the four types of PJQ adversities, high job

demand and low job fairness were found to have the most consistent decreases over time.

Table 8. Psychosocial job quality adversities by the total number and type.

Autumn 2024 Spring 2023 Autumn 2023
n % n % n %
Number of PJQ adversities
0 966 46.4 636 42.6 318 31.7
1 700 337 502 33.6 327 32.6
2 297 14.3 244 16.3 194 19.4
3 98 47 101 6.8 149 14.9
4 19 0.9 10 0.7 14 1.4
Type of PJQ adversity
High job demand 376 18.1 345 231 285 284
Low job control 505 24.3 329 22.0 274 27.2
Low job security 505 24.3 341 22.8 309 30.7
Low job fairness 278 134 318 21.3 352 35.1
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Table 9 displays exposure to job quality adversities by demographic and employment
characteristics. Chi-squared and Fisher’s exact? statistical analyses revealed the groups of
workers who were more likely to experience high job demand were female workers, those
working in Health care industry, those working in large organisation, and those working in an
office only. The workers who were more likely to experience low job control were female
workers, young workers, those working in the Health care industry, those working in large
organisations, those identifying as ‘worker’, and those working in an office only. A similar
sample of workers (including females, those working in the Health care industry, those
working in large organisations, those with work role as ‘worker’, and those working in an office
only) were more likely to experience low job fairness. On the other hand, male workers, those
working in the Construction industry, those working in small/micro organisations and those

working from home, were more likely to experience low job security.

Table 9. Comparisons of exposure to various job quality adversities by some demographic and
employment characteristics.

High job demand Low job control Low job security Low job fairness

n % p* n % p* n % p* n % p*

Gender

Male 101 14.3 145 20.6 196 27.8 68 9.7

Female 265 20.2 .001 340 259 .008 287 21.8 .003 201 15.3 <.001
Age groups

Young (<25) 21 14.5 48 331 33 22.8 12 83

Middle (25-44) 237 19.1 277 22.3 288 23.2 173 14.0

Older (45+) 13 16.9 246 175 26.2 .007 178 26.6 239 90 13.5 163
Key industries

Health care 171 31.3 225 411 74 13.5 145 265

Arts & recreation 30 1.0 36 13.2 12 41.2 32 1.9

Professional 43 23.6 35 19.2 38 20.9 17 9.3

Transport 17 9.6 50 28.2 54 30.5 22 12.4

Construction 24 14.9 28 17.5 53 32.9 5.6

Education 19 13.7 17 122 32 23.0 5.1

Manufacturing 17 18.3 <.001 22 23.7 <.001 27 29.0 <.001 10 10.8 <.001
Business size

Small/micro 42 10.3 7 17.4 149 36.4 33 8.1

Medium 78 14.5 137 25.5 131 24.3 62 1.5

Large 220 23.1 <.001 287 302 <001 138 14.5 <.001 169 17.8 <.001
Work role

Worker 249 18.6 425 317 313 23.4 216 16.1

Manager/Executive 75 17.0 56 12.7 79 17.9 35 7.9

HSR 6 1.8 1 2.0 1 21.6 3 6.0

Others 45 18.7 564 20 83 <.001 100 415 <.001 22 9.2 <.001
Work structure

2 Fisher’s exact statistical test was used instead of chi-square test, when the count of participants within a group is less than 5.
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High job demand Low job control Low job security Low job fairness

n % p* n % p* n % p* n % p*
Home only 7 12.1 4 6.9 23 39.7 0 .0
Office only 278 20.6 392 29.0 329 24.4 217 16.1
Hybrid 79 14.7 .005 64 11.9 <.001 108 20.1 .002 44 8.2 <.001

Note: " p-value for chi-square/fisher exact tests for statistically significant difference in the distribution by sub-groups.

Burnout

There was an increase in the number of participants who identified experiences of burnout
compared to the previous surveys (Table 10). Specifically, 74% of participants agreed with the
statement ‘| feel drained by my work’ (from 64% in Autumn 2023 and 68% in Spring 2023);
69% agreed with the statement ‘| worry about work when | am not working’ (from 64% in
Autumn 2023 and 68% in Spring 2023); and 66% agreed with the statement ‘| find it hard to
disconnect from work’ (from 62% in Autumn 2023 and 56% in Spring 2023).

Table 10. Responses to statements about burnout.

Autumn 2024 Spring 2023 Autumn 2023

Disagree Agree Disagree Agree Disagree Agree
| feel drained by my work. 15% 74% 18% 68% 239, 64%
| worry about work when | am not working. 23%  69% 20% 59% 23%  63%
| find it hard to disconnect from work. 26% 66% 30% 56% 21% 62%

Table 11 presents the burnout index score overall (ranging from O ‘no burnout’ to 100 ‘complete
burnout’) and by demographic characteristics. The mean burnout index for all participants in
Spring was 66.60, which was higher compared to the burnout index from the previous surveys
(64.02 and 63.43 in Autumn and Spring 2023, respectively). ANOVA and t-tests were used for
significance testing (followed by post hoc Bonferroni comparisons when appropriate). The
analyses revealed significant differences in workers’ burnout levels in correlation to particular
demographic characteristics. Higher levels of burnout were experienced by females, workers
in the 25-44 years old group, those working in the Professional and Health care sectors, those

working in large organisations, those with work roles as managers/executives and by those in

hybrid work structures.
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Table 11. Mean burnout index score for all participants and by demographic and employment

characteristics.

Burnout index

mean p-value*

All participants

Gender
Male
Female

Age groups
Young (<25)
Middle (25-44)
Older (45+)

Key industries
Health care
Arts & recreation
Professional
Transport
Construction
Education
Manufacturing

Business size
Small/micro
Medium
Large

Work role
Worker

Manager/Executive

HSR
Others

Work structure
Home only
Office only
Hybrid

66.60

62.60
68.50

60.0
67.7
65.8

69.6
65.4

76.1
58.8
64.4
65.8
64.6

63.5
63.7
69.2

64.7
715
7.4
66.9

674
66.1
69.8

<0.001

0.002

<0.001

<0.001

<0.001

0.016

Note: * p-value for t-tests/ANOVA tests for statistically significant difference in the mean index score by sub-groups.

WHS Awareness and Empowerment

Table 12 shows participants’ responses to statements about their WHS awareness. The overall

majority of participants (between eight and nine of 10) reported to have been well aware of

WHS in their workplace. Results were similar to those reported in Spring 2023, and slightly

higher compared to those reported in Autumn 2023.
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Table 12. Responses to statements about WHS Awareness.

Autumn 2024 Spring 2023 Autumn 2023

Disagree Agree Disagree Agree Disagree Agree
! am clgar about my rights and responsibilities 8% 81% 7% 849% 12% 749
in relation to workplace health and safety.
| am clear about my employer’s rights and
responsibilities in relation to workplace health 9% 77% 8% 82% 12% 75%
and safety.
| know how to perform my job in a safe 1% 949% 59, 93% 8% 79%
manner.
If | became aware of a health or safety hazard
at my workplace, | know who (at my 6% 88% 7% 87% 1% 76%
workplace) | would report it to.
| have the knowledge to assist in responding
to any health and safety concerns at my 8% 81% 7% 82% 1% 76%
workplace.
| know what the necessary precautions are 59, 93% 59, 93% 6% 80%

that | should take while doing my job.

Overall mean WHS awareness index scores (ranging from 0 to 10) and mean scores by

demographic characteristics are displayed in Table 13. The overall mean score was 80.37
(similar to that reported in Spring 2023, 80.62, and slightly higher than the 76.35 reported in

Autumn 2023). ANOVA and t-tests were used for significance testing (followed by post hoc

Bonferroni comparisons when appropriate). Analyses revealed that the worker groups with

highest WHS awareness index scores were males, workers in the Education and Construction

industry, Health and Safety representatives, and those working in an office only.

Table 13. Mean WHS awareness index score for all participants and by demographic and

employment characteristics.

Awareness index

mean p-value

All participants 80.37
Gender

Male 82.98

Female 79.24 <0.001
Age groups

Young (<25) 78.3

Middle (25-44) 78.6

Older (45+) 84.2 <0.001
Key industries

Health care 80.3

Arts & recreation 785

Professional 75.8

Transport 81.6

Construction 84.5

Education 847
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Manufacturing 81.2 <0.001
Business size

Small/micro 80.1

Medium 79.9

Large 81.0 0.444
Work role

Worker 787

Manager/Executive 835

HSR 88.3

Others 82.2 <0.001
Work structure

Home only 782

Office only 81.7

Hybrid 77.4 <0.001

Note: * p-value for t-tests/ANOVA tests for statistically significant difference in the mean index score by sub-groups.

Responses to statements about WHS Empowerment are provided in Table 14. Statements that
received the highest levels of agreement were ‘if | notice a workplace hazard, | would point it
out to management’ (90%), ‘| have a good working relationship with my manager’ (71%) and ‘I
feel free to voice concerns or make suggestions about workplace health and safety at my job’
(69%). This pattern of results was consistent with those reported in the Autumn and Spring

2023 surveys.

Table 14. Responses to statements about WHS Empowerment.

Autumn 2024 Spring 2023 Autumn 2023

Disagree Agree Disagree Agree Disagree Agree

| feel free to voice concerns or make
suggestions about workplace health and 18% 69% 17% 70% 20% 64%
safety at my job.

If | notice a workplace hazard, | would point it

4% 90% 4% 90% 6% 80%
out to management.

| know that | can stop work if | think something
is unsafe and management will not give me a 22% 64% 17% 69% 22% 60%
hard time.

| have enough time to complete my work tasks

23% 58% 19% 63% 24% 55%
safely.

| have a good working relationship with my
manager.

1% 71% 1% 73% 16% 63%

If my work environment was UNSAFE, |
WOULD NOT say anything, and hope that the 73% 15% 68% 20% 58% 25%
situation eventually improves.

Table 15 displays the overall mean WHS empowerment index score (ranging from 0 to 10) and
the mean score by demographic characteristics. The overall mean score was 70.56,
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representing a small decrease from the Spring 2023 survey (71.50), but still higher than the

67.24 reported in the Autumn 2023 survey. ANOVA and t-tests were used for significance

testing (followed by post hoc Bonferroni comparisons when appropriate). Analyses revealed

the groups of workers that felt the most empowered about WHS were: males; those working in

the Education sector and Construction sector; those working in small/micro organisation; HSR;

and those working at home only.

Table 15. Mean WHS empowerment index score for all participants and by demographic and

employment characteristics.

Empowerment index

mean p-value

All participants 70.56
Gender

Male 72.52

Female 69.83 <0.001
Age groups

Young (<25) 721

Middle (25-44) 70.1

Older (45+) 71.3 0.284
Key industries

Health care 66.1

Arts & recreation 731

Professional 66.0

Transport 69.5

Construction 731

Education 773

Manufacturing 69.8 <0.001
Business size

Small/micro 74.3

Medium 719

Large 67.7 <0.001
Work role

Worker 68.2

Manager/Executive 747

HSR 78.4

Others 744 <0.001
Work structure

Home only 737

Office only 69.9

Hybrid 72.6 0.016

Note: * p-value for t-tests/ANOVA tests for statistically significant difference in the mean index score by sub-groups.
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Workplace WHS profile
System and Commitment to WHS

Table 16 displays levels of agreement with statements about WHS systems in the workplace.
Higher levels of agreement were observed for the following statements: ‘Systems are in-place
to identify, prevent and deal with hazards at work’ (67%); ‘Communication about workplace
health and safety procedures is done in a way that | can understand’ (66%); and ‘Workplace
health and safety is considered to be at least as important as production and quality in the way
work is done’ (60%). Higher levels of agreement for these statements were consistent with

results from the two previous two surveys.

Table 16. Responses to statements about WHS system in the workplace.

Autumn 2024 Spring 2023 Autumn 2023

Disagree Agree Disagree Agree Disagree Agree

Everyone receives the necessary health and
safety training when starting a job, changing 27% 55% 23% 61% 27% 53%
jobs, or using new techniques.

There is regular communication between
workers and management about health and 27% 54% 22% 61% 26% 55%

safety issues.

Systems are in-place to identify, prevent and 16% 67% 14% 70% 18% 63%
deal with hazards at work.

There is an active and effective health and
safety committee, and/or health and safety 30% 46% 23% 57% 25% 53%
representative.

Incidents and accidents are investigated

quickly in order to improve workplace health 19% 53% 17% 63% 24% 53%
and safety.

Communication about workplace health and

safety procedures is done in a way that | can 14% 66% 12% 71% 19% 60%
understand.

Workplace health and safety is considered to
be at least as important as production and 21% 60% 18% 67% 22% 59%

quality in the way work is done.

Table 17 displays overall mean WHS system index scores (ranging from O ‘no system’ and 100
‘complete system’) and mean scores by demographic characteristics. The observed overall
mean score of 62.11 represented a significant decrease from the overall mean scores observed
in Spring 2023 (65.91) and in Autumn 2023 (62.29). ANOVA and t-tests were used to assess
significance (followed by post hoc Bonferroni comparisons when appropriate). Analyses

revealed that workers with lower WHS system scores were those in 45 years or older age
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group, those working in the Professional and Transport industry, those working in micro to

medium size organisations, and those with work roles identified as ‘worker’.

Table 17. Mean WHS system index score for all participants and by demographic and employment

characteristics.

System index

mean p-value

All participants 6211
Gender

Male 62.4

Female 62.4 0.993
Age groups

Young (<25) 67.3

Middle (25-44) 62.0

Older (45+) 61.1 0.026
Key industries

Health care 62.2

Arts & recreation 61.4

Professional 56.8

Transport 57.9

Construction 65.3

Education 69.0

Manufacturing 59.6 <.001
Business size

Small/micro 60.6

Medium 60.2

Large 64.1 0.005
Work role

Worker 60.4

Manager/Executive 65.7

HSR 741

Others 63.0 <.001
Work structure

Home only 59.5

Office only 62.4

Hybrid 63.4 0.444

Note: * p-value for t-tests/ANOVA tests for statistically significant difference in the mean index score by sub-groups.

Table 18 displays responses to statements about workplace commitment to WHS. It is noted

that only around four or five of 10 participants agreed with these statements, a significantly

lower rate compared to those observed in Autumn and Spring 2023. The lowest levels of

agreement were observed for the following statements ‘Systems are in-place to proactively

manage hazards that could affect my mental health’ (43%, down from 51% reported in Spring

2023 and 53% reported in Autumn 2023) and ‘WHS is a priority when new technology is

introduced, including assessing and managing risks; consulting and communicating with
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workers; and conducting training in the safe use’ (48%, down from 59% reported in Spring

2023).

Table 18. Responses to statements about workplace commitment to WHS.

Autumn 2024 Spring 2023 Autumn 2023
Disagree  Agree Disagree Agree Disagree Agree

Supervisors are supported to make decisions
to aid the physical and psychological safety of 21% 51% 20% 62% 24% 53%
all workers.
Leaders demonstrqte a commitment to 549 539% 1% 60% 549 539%
healthy work creating a strong safety culture.
Systems are in-place to proactively manage o o o o o o
hazards that could affect my mental health. 36% 43% 29% 51% 24% 53%
WHS is a priority when new technology is
introduced, including assessing and managing
risks; consulting and communicating with 23% 48% 19% 59% 26% 48%
workers; and conducting training in the safe
use.
| have confidence that my privacy and
confidentiality is protected when new 21% 51% 18% 59% 24% 50%
technology is introduced.
Systems are in place to manage WHS in
support of flexible work practices and flexible 25% 48% 21% 58% 31% 45%

work environments.

Table 19 displays the overall mean WHS commitment index score (ranging from O ‘no

commitment’ to 100 ‘complete commitment’) by demographic characteristics. The mean score

was only 57.71, a decrease from the rates observed in Spring 2023 (62.46) and Autumn 2023

(58.07). ANOVA and t-tests were used for significance testing (followed by post hoc

Bonferroni comparisons where appropriate). Analyses revealed that workers who felt their

workplaces’ commitment to WHS was low were those in the 45 years or older age group, those

working in the Health care and social assistance and Manufacturing industries, those working

in large organisations, those with work roles as ‘worker,” and those working in an office only.

Table 19. Mean Commitment to WHS index score for all participants and by demographic and

employment characteristics.

Commitment index
mean p-value

All participants 57.71
Gender

Male 59.4

Female 57.2 0.075
Age groups

Young (<25) 65.6

Middle (25-44) 58.1
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Commitment index
mean p-value

Older (45+) 55.4 <0.001
Key industries

Health care 53.7

Arts & recreation 59.9

Professional 55.8

Transport 54.1

Construction 61.3

Education 64.5

Manufacturing 52.8 <0.001
Business size

Small/micro 61.0

Medium 58.3

Large 55.4 0.001
Work role

Worker 55.2

Manager/Executive 62.2

HSR 70.8

Others 60.9 <0.001
Work structure

Home only 62.5

Office only 56.8

Hybrid 61.1 0.002

Note: * p-value for t-tests/ANOVA tests for statistically significant difference in the mean index score by sub-groups.

Barriers, enablers and drivers to good WHS practice

Tables 20, 21, and 22 display responses to the factors considered to be barriers, enablers, and
drivers to good WHS practices, respectively. The most common barriers were ‘Lack of
time/resources’ (48.2%), ‘Prioritising other items over WHS’ (41%), and ‘Cost implications’

(33.7%) (Table 20). These results were consistent with those observed in the previous surveys.

The most common enabling factors to good WHS practices were ‘Training and education’
(48.0%), ‘Active risk assessment & management’ (44.9%), ‘Communication and consultation
with all workers’ (43.3%) and ‘Strong leadership’ (42.5%) (Table 21). While the order varied,
these were also the most common enablers to good WHS practices reported in the Spring
2023 survey.

The most common drivers of good WHS practices were ‘Impact on the business' reputation’
(34.9%), ‘Thought someone might get seriously hurt’ (34.7%), ‘More valued by workers’ (33.3%)
and ‘More financially rewarding’ (30.6%) (Table 22). Again, while the order varied, these were

also the most common drivers reported in the Spring 2023 survey.
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Table 20. Barriers to good WHS reported by participants in some key industries and business sizes.

Lack of
time/resources

Limited
understanding

Prioritising other

items over WHS Cost implication

No expertise Limited knowledge Too complex

n % p* n % p* n % p* n % p* n % p* n % p* n % p*
All participants 1002 482 853 410 700 337 471 226 413 199 369 17.7 192 9.2
Key industries
Health care 338 618 277 50.6 223 40.8 106 194 99 181 86 15.7 49 9.0
Arts & recreation 115 423 73 26.8 81 298 62 228 62 228 34 12.5 22 8.1
Professional 85 467 80 440 54 297 42 231 41 225 37 20.3 17 9.3
Transport 75 424 70 395 54 305 39 220 36 203 36 20.3 23 13.0
Construction 86 534 72 447 57 354 46 286 30 186 32 19.9 21 13.0
Education 49 353 41 295 40 2838 29 20.9 23 165 28 20.1 5.8
Manufacturing 55 591 <001 44 473 <001 53 570 <001 26 280 214 24 258 373 22 23.7 .070 7 7.5 207
Business size
Small/micro 183 447 134 328 15 281 95 232 107 26.2 72 17.6 38 9.3
Medium 243 452 228 424 183 34.0 137 255 122 227 106 19.7 42 7.8
Large 505 53.1 .002 434 456 <001 342 36.0 .019 197 20.7 .03 144 151 <001 168 17.7 579 90 9.5 541

Note: " p-value for chi-square/fisher exact tests for statistically significant difference in the distribution by sub-groups.

Table 21. Enablers to good WHS reported by participants in some key industries and business sizes.

Training_and aséztsi\s/?ncreiﬁlt(& Sgrrrsrglligi(i:grt]i&ri]tﬁ Strong_ Good reporting Adequate Ir:\i/gggﬁz:]iggﬁgg Safe busin_ess is
education management all workers leadership systems resources post Incident good business
n % p* n % p* n % p* n % p* n % p* n % p* n % p* n % p*
All participants 998 48.0 933 449 901 43.3 884 425 787 37.8 712 342 657 316 419 201
Key industries
Health care 307 56.1 280 512 236 43.1 223 40.8 241 441 193 353 185 33.8 70 128
Arts & recreation 102 375 15 423 11 40.8 17 43.0 82 30.1 84 309 63 232 56 20.6
Professional 71 39.0 63 34.6 68 37.4 72 39.6 49 26.9 49 26.9 46 253 37 203
Transport 75 424 64 36.2 70 395 66 37.3 65 36.7 53 29.9 56 316 37 209
Construction 84 522 77 478 86 53.4 79 491 59 36.6 63 391 60 37.3 41 255
Education 81 583 79 56.8 62 44.6 73 525 64 46.0 61 439 36 259 34 245
Manufacturing 41 441 <.001 39 419 <.001 38 409 .083 31 333 020 33 355 <001 34 366 .020 38 409 001 29 312 <001

Business size
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Small/micro 165 403 159 38.9 193 47.2 187 45.7 122 29.8 134 328 13 27.6 95 232
Medium 251  46.7 230 428 227 422 223 414 211 392 170 316 179 333 107 199
Large 510 53.6 <001 481 506 <001 420 44.2 .308 406 42.7 .407 411 432 <001 366 385 .014 335 352 .024 175 184

123

Note: " p-value for chi-square/fisher exact tests for statistically significant difference in the distribution by sub-groups.

Table 22. Drivers to good WHS reported by participants in some key industries and business sizes.

Thought of Thought of at risk

Impact on the : More valued by More financially - Simpler to More valued by
business' reputation someone might workers rewarding of getting caught understand customers/investors
get seriously hurt by regulators
n % p* n % p* n % p* n % p* n % p* n % p* n % p*
All participants 726 34.9 722 347 693 333 636 30.6 433 20.8 379 182 375 18.0
Key industries
Health care 161 294 188 34.4 200 36.6 171 313 106 194 105 19.2 10 201
Arts & recreation 98 36.0 87 320 67 246 72 265 37 136 51 18.8 37 136
Professional 71 39.0 67 36.8 54 297 55 30.2 47 258 37 203 20 1.0
Transport 68 384 56 31.6 57 322 55 311 51 288 23 13.0 43 243
Construction 64 398 70 435 67 416 62 385 33 205 31 193 42 261
Education 48 345 41 295 42 30.2 31 223 25 18.0 25 18.0 19 137
Manufacturing 32 344 .079 29 312 .44 46 495 <001 35 376 .033 22 23.7 .003 14 151 .552 19 204 <.001
Business size
Small/micro 151 36.9 159 38.9 15 281 124 30.3 66 16.1 7 174 73 17.8
Medium 199 37.0 186 34.6 192 35.7 172 320 121 225 95 17.7 93 173
Large 315 33.1 216 313 329 .06 349 36.7 .008 281 295 620 208 219 .030 178 18.7 .792 181 19.0 .681

Note: " p-value for chi-square/fisher exact tests for statistically significant difference in the distribution by sub-groups.
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Future of work

New or emerging WHS issues in the workplace

A total of 45.9% of participants reported one or more new or emerging WHS issues. Of these,

33.1% reported issues related to technology or workplace innovation, 16.1% related to

behaviours, attitudes or practices (either theirs or other people’s in their workplace) and 11.7%

related to types of work. Issues were identified as “new or emerging” from the participants’

perspective, this does not mean issues had never been reported.

Table 23. New or emerging WHS issues in the workplace.

Type of new of emerging WHS issues n %

Issues from new or emerging behaviours, attitudes, or practices
) . 334 16.1

(either yours or other people in your workplace)
Issues from new or emerging ways of working or types of work 243 1.7
!ssues from new or emerging technologies or workplace 688 331
innovations
Other new or emerging issues 147 7.1
None of the above 125 54.1

Most commonly reported were issues relating to new or emerging behaviours, attitudes, or

practices

Issues related to management/leadership (n = 140): These consisted of different types of

issues, including lack of support and commitment to WHS, unsafe practices and behaviours,

inadequate supervision in supporting safety in the workplace and the safety of others.

Below are some examples of issues described by participants:

“(There was) No regard for WHS obligations by any of the directors of the business.
Psychosocial hazards are significant given the workload and staff are expected to
put up with it. | work a 70-hour week and flagged this with management. No changes
were made. Recently (I) went on workers compensation due to psychological injury
incurred in the workplace as a result of the workload, demands and bullying.”
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“Ongoing aggression from patients and families. Long stays in unsuitable locations
and overcrowding causes increased stress and increased aggression. Management
doing minimal to mitigate these issues.”

“New workers are not trained in working safely and are putting others at work at risk
with no support from management”

“Boss bullying the lower tier workers and then lying about what has been said. No
way of reporting the practices as it is the boss that is doing it. Whistle blowing is not
confidential.”

“We recently had to get a manager investigated for sexual harassment. The
investigation was stopped when the manager denied all claims. HR is management’s
best mate. Since then, there has been an upswing in bullying.”

“My previous manager consistently engaged in unsafe work practices. When | raised
the alarm about that, | was scapegoated.”

Concerning behaviour, attitude and/or practice toward WHS from other co-workers (n = 126),
with specific mention to those of young workers and overseas or migrant workers.

Some examples described by survey participants are quoted below:

“Staff don’t care about other staff members. We are sharing rooms and resources.
We are waiting for a studio to be renovated and repaired. Some staff members are
leaving hazards around and not tidying or packing them away.”

“People are becoming lazy; nothing is their problem so they just walk around the
hazard or risk.... let someone else deal with it”

“Despite leadership being very WHS oriented and compliant and open to feedback,
some workers continue to make choices that show they are not considering the
safety consequences of their choices, even introducing inappropriate methods of
performing existing tasks - despite being trained to be safe.”

“New staff members, many who are overseas trained, not understanding or following
guidelines or procedures. More often, they are not fluent in English and are difficult
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to understand or be understood. [...] Many claim to have basic skills, yet it soon
becomes apparent this is not true.”

“We have a lot of contractors who a(re) from overseas and they don’t understand
basic health and safety as it’s not a thing in their country.”

“Young staff don't appreciate consequences of cutting corners, not speaking up if
things aren't right, of doing the easy (not the safe or correct) thing.”

“Lack of care for the workplace by new and younger staff. Attitude of ‘that’s not my
job’ not taking responsibility.”

“Younger people just don't seem to care about work They have to be repeatedly
reminded about basic things (such as wearing a hat outside), don't take direction or
advice, and seem unable to notice even obvious things, such as mess on the floor
that could cause someone to slip.”

Issues related to poor workplace processes and/or conditions (n = 162): These include
increasing workload, high expectations, lack of resources, lack of equipment and training.
Participants who reported concerns around increasing workload, high expectations and lack of
resources, believed these conditions would lead to serious WHS issues in the workplace. This

is particularly true in the context of tight labour market and increasing costs of labour hire.

“Staff are having to work overtime, double shifts to cover for low levels of staffing
The attitude towards a lack of recruitment has meant that staff are doing more with
less. Staff are aware of their own responsibility toward WHS issues but are not
supported by management. Staff are told that they cannot have safe staffing due to
budgetary blowouts.”

“Expectations to do much more and service more and more outcomes (community/
govt expectations) with far less resources. Projects become heavily rushed leading
to high risk behaviour and staff burnout.”

“Expectations of overtime and working weekends remotely when you've worked a 5
day week already.”

“Increase in output and workload but no extra resources. Do more with the same or
less.”

“Working many extra hours to meet deadlines Too many items in the way to work
safely.”

“Lack of protection against MDF/Silica dust.”
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Most commonly reported issues from new or emerging ways of working or types of work

Flexible work arrangement (n = 36): These included working from home, from remote locations,
across culture and geographies, and/or hybrid work. Participants expressed various concerns
related to these types of working arrangements, including work life balance and overwork
leading to subsequent mental health issues, the disruption in professional connections
between co-workers, worker and manager, and the systems in place to ensure good WHS in a

home environment.

“The contactable nature of digital advertising means clients call and contact and
expect work done 24/7 and I'm not paid by any agency or client for that level of
contact yet it is expected and it's draining my mental health. The lack of leave in
self-employment contact positions makes dealing with life impossible sometimes
like when a bereavement happens either you keep working or you lose your role.”

“Irregular or extended work hours can lead to fatigue and decreased alertness,
increasing the risk of accidents.”

“Continued WFH yet there seems to be no awareness around WHS at home.”

“Remote working during covid lockdowns dlisrupted many colleagues’ induction into
my workplace - professional knowledge and relationships were never properly
established as a result.”

“Working from home hence no system to keep safety here.”

“Working from home is bad ergonomically and there is a sense of distrust.”

Most commonly reported issues from new or emerging technologies or workplace
innovations.

Participants expressed mixed concern around the introduction of new technology. On the one
hand, it may help remove the risk of exposure to hazards in the workplace (such as the use of
drones to conduct assessment of high voltage assets, or the use of a camera in the cabin of a
truck to detect driver’s fatigue). Conversely new technologies or innovation can lead to
concerns about job security (job losses), privacy and security issues, burnout, anxiety and

mental health problems.

“We have introduced remote image capturing for high voltage assets through the
use of drones. The use of drones was initially trialled to remove the risks associated
with staff having to do physical assessment of HV assets whilst live. This has been
an interesting use of new technology with a suite of issues and WHS risks. Some of
these risks revolve around the piloting of drones close to HV assets, operation of
drones near people, and all of the regulatory guidelines for operation of commercial
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drones. Our workplace has developed processes in conjunction with our engineers
for the selection and procurement of a certain drone type after going through a
number of panels and selection criteria, plus training of staff who are to operate
drones. This training is accredited by CASA, and we have internal policies that staff
receive desktop and in field training on a regular basis with scope to review on an
interval basis and after incidents.”

“New workplace apps and cloud-based sites are mobile first, but most staff don't
have work phones or mobile devices and are installing them on personal devices
instead. This is starting to blur work / life balance issues as staff are more
contactable 24/7.”

Participants expressed specific concerns regarding automation and Artificial Intelligence (Al)

in the workplace, including:

e Human-machine interaction: Workers may face risks when interacting with automated
systems or robots, including mechanical failures and programming errors.

e Job displacement: Employees transitioning to new roles may be unfamiliar with the
safety protocols associated with the changed tasks.

e Increased reliance on automation: This leads to ethical concerns about bias in
algorithms, and potential privacy breaches due to data collection, potential for

discrimination based on algorithms, and the need for responsible data governance.

“Using Al which will mean reduction in the work | am paid to do.”

“I believe emerging technologies introduce uncertainty for workers, in how to
undertake their roles utilising the technology, in the security of their future, ability to
upskill and stay relevant in the job market, and unfairly disadvantages certain
skillsets, generations and personality types.”

“Driver facing cameras installed in trucks, cause anxiety due to constant monitoring
and storage of 10 days of footage, infra-red beams into eyes too.”

“I'm concerned about possible eye damage from Guardian monitoring system. This is
to prevent micro sleeps while driving. | think | have infra-red cameras monitoring my
eyes 14 hours a day.”

“Cameras provided in trucks prove we do not stop for rest breaks but forced to work
though and not stop.”
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Emerging WHS preventative measures and solutions

Approximately 36% of participants reported at least one new/emerging measure or solution to
improve WHS. Of these, new WHS guides, resources, or materials ranked highest (18.2%),
followed by new technology (13.8%), new legislation or code of practice (12.9%) and others
(12.4%) (Table 24). Again, these ‘new’ measures and solutions reflected participants’

perspectives and may be considered ‘not really new’ by others.

Table 24. New or emerging WHS preventative measures and solutions.

Type of new of emerging WHS preventative measures and

solutions n %
New WHS guides, resources, or materials 379 18.2
New technology that has the potential to prevent harm 287 13.8
New leglslatlon or codes of practices in Australia or 568 12.9
internationally
Other new solutions that have the potential to prevent harm 258 12.4
None of the above 1329 63.9

New WHS guides, resources and materials

In accordance with the above results, the majority of participants reported new guides,
resources and materials related to general WHS they came across on regulator websites,
associated websites, and/or WHS team within their organisations. In addition, there were also
reports of materials related to specific issues, such as psychosocial safety (n =16), welding

fume control (n = 6), respect at work (n = 2).

New legislation or codes of practices in Australia or internationally

The most commonly reported new legislation or code of practice continued to be managing
psychosocial hazards and mental health in the workplace (n = 47), followed by engineered
stone and silica dust (n = 11), welding fume control (n = 7), respect at work / sexual harassment

(n =4), and noise and hearing test in the workplace (n = 2).

New technology that has the potential to prevent harm

e Thermal imaging cameras for high voltage electric vehicle repair work, scanning tools
for (pre-commencement) worksite inspection.
e Virtual reality training.

e Mobile apps to help with inspections and field leadership activities.
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Online learning apps that provide safety rule education in a gamified format, including

point scoring systems with monthly prize draws.

Handheld documenting devices for use in patient areas to quickly document

observations/ processes

Advanced Technologies:

O

O

Autonomous systems: Drones and robots to perform hazardous tasks like rock
bolting and gas detection, minimizing human exposure to risks.

Real-time monitoring: Sensor networks and wearables to track environmental
conditions, worker health, and equipment performance, enabling proactive
interventions.

Virtual reality (VR) training: Immersive simulations to prepare workers for various

scenarios, improving their response to emergencies.

Improved Ground Support:

O

Predictive modelling: Al-powered analysis to predict ground stability risks and
recommend appropriate support measures.

Self-healing rock bolts: Bolts with embedded sensors and materials that
automatically adjust to changing conditions, enhancing ground stability.
Bio-inspired design: Studying natural formations and mimicking their structures

to inform safer and more efficient support systems.

Ventilation and Dust Control:

O

On-demand ventilation: Sensors that adapt ventilation systems to real-time dust
levels, reducing energy consumption and exposure.

Nanofiltration technologies: Advanced filters that capture dust particles,
significantly improving air quality.

Personal protective equipment (PPE) advancements: Breathable and comfortable

respirators with improved filtration and communication capabilities.

Mental Health and Fatigue Management:

O

Wearable fatigue monitors: Track brain activity, heart rate, and other indicators to
alert workers and management to potential fatigue issues.

Teletherapy and mental health support: Provide readily accessible resources to
address stress, anxiety, and other mental health concerns.

Shift design optimization: Optimize schedules and workloads to minimize fatigue

and maximize alertness.
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Collaborative Safety Culture:
o Gamification and incentives: Gamified training and safety programs to increase
engagement and motivate safe behaviour.
o Near-miss reporting systems: Encourage anonymous reporting of near-misses to
identify and address potential hazards before they lead to accidents.
o Data-driven decision making: Safety data analysis to identify trends, target

interventions, and measure effectiveness of safety programs.
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Discussion

This is the third in a series of reports that provide current insight into a number of leading WHS
indicators, perceptions of WHS systems and commitment to good WHS practices as reported
by Australian workers. Australia has experienced a strong labour market over the last 50
years. Workforce participation is at a record high, with nearly 14.3 million workers in adjusted
terms as of Feb 2024. This represents an employment participation rate increased of 66.7%,
the highest level recorded in labour force statistics (2024b). Therefore, the health and safety
of Australian workers has become more important than ever before. The consistent increase in
the number of survey participants (to 2,080 from 1,019 in Autumn 2023 and 1493 in Spring

2023) is an encouraging figure that demonstrates the greater reach of the current survey.

Harms to workers

A slight increase was observed in the number of participants who reported exposure to at least
one of the nine hazards listed in the validated OHS Vulnerability measure on daily or weekly
basis (to 87.8% from 84.3% in Spring 2023). This is a significant increase of over 20%
compared to the Autumn 2023 survey (64.7%). The most common physical hazards were
consistent with the two previous surveys, including ‘Repetitive movement with hands or wrists
(packing, sorting, assembling, cleaning, pulling, pushing, and typing) for at least three hours
during the day’, ‘Stand for more than two hours in a row’, and ‘Work in a bent, twisted, or
awkward posture.’. Male, young workers and those working in Health care and social
assistance, Construction and Manufacturing, continue to experience the highest levels of
exposure to these common MSD related hazards, reflecting the likelihood they will participate

in jobs and tasks requiring manual work.

While an increase in the exposure to physical hazards was observed compared with the two
previous surveys, the levels of exposure to psychosocial job quality adversities decreased. This
was evidenced by a higher proportion of participants reporting no PJQ adversities in the
current edition (47.5%) up from 31.7% in the Autumn edition. Moreover, there was also a
decrease in the proportion of participants indicating three or more PJQ adversities (down to
6.0% from 16.3% and 7.5% in Autumn and Spring 2023, respectively). Males and workers from
small/micro organisations were significantly less likely to report exposure to all four PJQ

adversities.
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WHS practices in the workplace

Compared to the Spring 2023 survey, participants reported higher levels of WHS awareness
(mean awareness index score of 80.37, vs. 80.62 in Spring 2023) and WHS empowerment
(mean empowerment index score of 70.56, vs. 71.50 reported in Spring 2023). However, lower
levels of workplace WHS system and commitment to WHS were observed compared to Spring
2023 (62.11 vs 65.91 and 57.71 vs. 62.46, respectively).

Barriers to good WHS practice
Lack of time or resources

In accordance with the previously reported barriers to good WHS practice, ‘lack of time and
resources’ was still the most common barrier reported by participants. It is noted that Australia
is going through a period of historically low unemployment, which is placing a strain on
workers and businesses as they struggle to deal with greater demand for labour, this has the

potential to lead to a de-prioritisation of WHS in the workplace.

Prioritising other items over WHS

By law, a ‘person conducting a business or undertaking' (PCBU) has the primary duty of care to
protect the health and safety of workers and ensure other people are not put at risk from in
their workplace. In other words, WHS must be prioritised. In reality, the opposite is often true,
with prioritisation of cost savings practices and project delivery taking precedence over WHS.

This is a consistent barrier to good WHS practice across all three surveys.

In the spotlight
Exposure to hazards related to musculoskeletal disorders remained consistently high

Of the 2,080 participants who completed the Survey group. 84.7% of participants reported
being exposed to hazards typically related to MSDs (including repetitive movements, standing
for two hours or more, work in awkward position, manual handling, and work at height) on a
daily or weekly basis. This was the highest level ever reported across all three editions of the
Survey. National statistics show that in 2020-21 (Safe Work Australia, 2023) more than half
(56%) of serious worker compensation claims were due to work-related MSD diseases and
injuries. This was the same level reported in (2023) and only slightly lower than that reported in
2015-16 (58%) Oakman et al. (2019). The persistently high prevalence of exposure to MSD-
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related hazards found in the Survey indicates that further efforts are needed to minimise
workers’ exposure to MSD risk factors, including not only MSD-related hazards but also

psychosocial hazards, which have also been found to be key contributing factors.

Indications for a decreasing trend of exposure to sexual harassment; however, reporting of
the incident is still concerning

In this edition of the Survey, 866 participants indicated having experienced bullying and/or
harassment at work in the last 12 months (41.6%), a percentage comparable to that reported in
the Spring 2023 edition (41.3%) and significantly lower than that reported in the Autumn 2023
edition (56.0%). Of these, 8.1% reported having experienced sexual harassment, which was
less than reported in Spring 2023 (8.8%) and in Autumn 2023 (14.3%). Our findings show that
reporting of sexual harassment is still a concern. Nearly two of 10 victims reported they had
never reported the incident(s), a similar number to that found in the Spring 2023 edition.
Reporting incidents of sexual harassment to an external agency was the option with the
lowest level of reporting (less than 6% of participants), in line with previous findings. “Being
afraid that relationships at work would be negatively affected’, and “being afraid that their
career was going to be negatively impacted” were the two most cited reasons why participants
did not report the incidents. It is also alarming that 56.1% of those who reported an incident of
sexual harassment also stated that ‘there were no changes at the organisation following the
report’, this is consistent with findings in the Spring 2023 edition (39.6%). These results
suggest that additional efforts are required to ensure that bullying and harassment at work,

particularly sexual harassment, are addressed effectively when reports are made.

Decreased exposure to psychosocial hazards was observed while the level of burnout
increased

The number of participants that reported having three or four PJQ adversities (the level
considered to indicate risk of psychosocial harm), including high job demand, low job control,
low job security and low effort-reward fairness, was 6.0%, compared to 7.5% reported in
Spring 2023 and 16.3% in Autumn 2023. The percentage of participants with no psychosocial
job quality adversity was observed to increase (47.5% currently compared to 42.6% in Spring
2023 and 31.7% in Autumn 2023). While these figures are encouraging, our findings show an
increase in the proportion of participants agreeing with burnout-related statements such as ‘I
feel drained by my work’ (74% compared to 68% in Spring 2023 and 64% in Autumn 2023), ‘|

worry about work when | am not working’ (69% currently compared to 59% in Spring 2023 and
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63% in Autumn 2023), and ‘I find it hard to disconnect from work’ (66% compared to 56% in
Spring 2023 and 62% in Autumn 2023). Burnout is known to potentially increase worker’s
mental distance from their job, augment their feeling of negativism related to their job and

reduce their professional efficacy.

Workers with hybrid working arrangements present less exposure to health and safety
hazards

Comparison of worker exposure to a range of workplace hazards across various work structure
showed that those with hybrid work arrangement were less likely to be exposed to physical
hazards such as repetitive movement, standing for two hours or more, working in awkward
posture on daily or weekly basis than those working in an office/multiple work site(s). Hybrid
workers had consistently lower exposures to all types of harassment than those working in an
office/work site(s) only. Moreover, hybrid workers also scored lower across all four PJQ
adversities. While it is acknowledged that not all jobs can be structured into a hybrid model,
the potentially beneficial aspect of this model should be considered when such arrangements

would be possible.

Call for prioritisation of health and safety in the Health care and social assistance sector

Workers in the Health care and social assistance sector currently account for the largest
proportion of the labour force in Australia (15.2%). The Australian government has projected
that the Health care and social assistance sector will experience the greatest growth in the
coming years, and will likely account for 16.7% of the labour force by 2033 (Jobs and Skills
Australia, 2024). Our findings indicate Health care and social assistance workers were those
experiencing the highest levels of exposure to workplace hazards, from physical, bullying and
harassment, to psychological job quality adversities. These results highlight the need to
increase and sustain efforts to address the WHS challenges experienced by Health care and

social assistance workers on a daily basis.
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Appendices

Appendix A: Survey instrument

Question no. Question Response Response type
Section A: About your job
Please tell us a little bit about your place of work, and your role in it.
If you work in more than one workplace or have more than one role, pick the one where you spend most of your working hours.
Q1. Role Which of the following best describes your role in the workplace? 1. Worker e Mandatory
2. Supervisor/Manager e Selectone
If you currently work in more than one role, pick the one that you 3. Executive/Board member
spend most of your working hours.
4., Health and Safety Representative
5. Sole trader/Freelancer/Consultant
6. Volunteer
7. Other, please specify [free text input]
Q2. Employment Which of these categories best describes your current 1. Permanent or ongoing e Mandatory
employment*?
2. Fixed-term e Selectone
3. Casual
If you currently work in more than one type of employment, pick the _
one that you spend most of your working hours. 4. Labour hire
5. Self-employed
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Question no. Question Response Response type
6. Contractor
7. Gig worker
8. Other, please specify [free text input]

Q3. State

In which state or territory do you work?

If you currently work in more than one state or territory, pick the
one where you spend most of your working hours.

-~

©

N oS O A W DN

New South Wales

Victoria

Australian Capital Territory
Northern Territory
Queensland

South Australia

Tasmania

Western Australia

e Mandatory

e Selectone

Q4. Industry

Which industry do you work in?

If you currently work in more than one industry, pick the one that
you spend most of your working hours.

-~

S o A~ W D

Agriculture, Forestry and Fishing
Mining

Manufacturing

Electricity, Gas, Water and Waste Services

Construction

Wholesale Trade

e Mandatory

e Selectone
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Question no.

Question

Response

Response type

7.
8.
9.

10.

1.

12.
13.
14.
15.
16.
17.
18.
19.

Retail Trade

Accommodation and Food Services
Transport, Postal and Warehousing
Information Media and Telecommunications
Financial and Insurance Services

Rental, Hiring and Real Estate Services
Professional, Scientific and Technical Services
Administrative and Support Services

Public Administration and Safety

Education and Training

Health Care and Social Assistance

Arts and Recreation Services

Other, please specify [free text input]

Q5. Business Size

[skip if Demographic: role = sole trader]

How many people work in your organisation?

Please respond based on the organisation that you spend most of
your working hours.

1.
2.
3.

4.

1-4 workers
5-19 workers
20-199 workers

200 or more workers

e Mandatory

e Selectone
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Question no. Question Response Response type
Q6. Employer type | [skip if Demographic: role = sole trader] 1. Private Company e Mandatory
2. Public Company e Selectone
Which of the following best describes the organisation you work 3. Government
for?
4. Non-Government organisation/Not for Profit
5.
Please respond based on the organisation that you spend most of
your working hours. 6. Other, please specify [free text input]
Q7. Working What best describes where you work? 1.l only work at my organisation’s site/office e Mandatory
Structure
2. |lonly work at home e Selectone
Please respond based on the organisation that you spend most of 3. | work flexibly (e.g. home, office, field and/or work-
your working hours. sites)
4. | work across multiple work sites
5. lwork in my vehicle
6. Other, please specify [free text input]
Section B: Health and Safety in your workplace(s)
Q8. Exposure to Workplace hazards: This part asks about health and safety hazards 1. Never e Mandatory
hazards you might be exposed to in your job.
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Question no.

Question

Response

Response type

For each item below, please rate how often you do the stated task
or are exposed to the stated condition.

In your job, how often do you...?

8.1.

8.2

8.3.

8.4.

8.5.
8.6.

8.7.

8.8.
8.9.

Manually lift, carry, or push items heavier than 20 kg at least
10 times a day.

Do repetitive movements with your hands or wrists (packing,
sorting, assembling, cleaning, pulling, pushing, and typing)
for at least 3 hours during the day.

Perform work tasks or use work methods that you are not
familiar with.

Interact with hazardous substances such as chemicals,
flammable liquids, and gases.

Work in a bent, twisted, or awkward posture.

Work at a height that is 2 metres or more above the ground
or floor.

Work in noise levels that are so high that you have to raise
your voice when talking to people less than 1 metre away.

Stand for more than 2 hours in a row.

Experience bullying or harassment at work (repeated and
unreasonable behaviour including, abusive or offensive
language or comments; belittling or humiliating comments,
practical jokes or initiation; unjustified criticism or
complaints).

2. Once since employment
3. Once ayear

Every 6 months

Every 3 months

Every month

Every week

Every day

© © N O O K

Don’t know/not applicable

e Selectone
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Question no.

Question

Response

Response type

If selected 2 to 8 for Q8.9, ask the following question:

8.9a. Please identify the type of bullying or harassment that you
have experienced. Select all that apply.

1. Verbal (e.g. abusive or offensive language;
belittling or humiliating comments; practical jokes
or initiation; unjustified criticism or complaints)

2. Physical (e.g. hitting, kicking, pushing, practical
jokes or initiation)

3. Sexual (e.g. unwelcome sexual conduct,
inappropriate physical contact, intrusive personal
questions, sexual jokes, sexual messages)

4. Psychological (e.g. making impossible demands,
imposing unreasonable deadlines)

5. Discrimination (e.g. discrimination on race, culture,
education, economic background)

6. Prefer not to say

7. Other, please specify [free text input]

e Mandatory

e Select all that
apply

8.9b. In the last question you indicated that you have experienced
bullying/harassment at work. The next few questions ask
about reporting of bullying and harassment at work. Would
you like to continue?

We want to ensure that you know about the support that is available
to you. If you feel as though you need some additional help.

Please click here for support services. (open in a new window -
Appendix 1, page 14)

1. Yes

2. No [Skip logic]

e Mandatory

e Selectone
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Question no. Question Response Response type
If selected 1 for Q8.9b, ask the following questions for each type of e Mandatory
bullying/harassment selected in Q8.9a:

e Selectone
8.9¢1. You mentioned you have experienced <verbal> bullying /
harassment, How often have you reported this kind of 1. Always
incidents? ]
2. Sometimes
3. Never [Skip logic]
4. Prefer not to say [Skip logic]
8.9c2. Who did you report the incident(s) to? 1. A family member or friend e Mandatory

a A~ w0 D

A co-worker or peer at your same level
Your manager or supervisor
Human resource department

An External agency (e.g. Fair Work Commission,
Australian Human Rights Commission or Safework
NSW).

Other, please specify [free text input]

Select all that
apply

8.9¢3. What was the outcome of your report(s)?

There were no changes at the organisation
following your report

Your employer apologised for failing to prevent the
bullying/harassment

Mandatory

Select all that
apply
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Question no.

Question

Response

Response type

3.

Your employer advised the organisation that such
conduct had occurred, and it was unacceptable

4. Your employer developed or changed the existing
policy on bullying/harassment - (e.g. complaint
procedure)
5. Your employer implemented training or education
6. You were transferred to another team or
department within the workplace
7. Unsure/Prefer not to say
8. Other, please specify [free text input]
8.9c4. What would you have liked to see happen? 1. Your employer apologises for failing to prevent the | ¢ Mandatory
bullying/harassment
e Select all that
2. Your employer advises the organisation that such apply
conduct had occurred, and it was unacceptable
3. Your employer develops or changes the existing
policy on bullying/harassment - (e.g. complaint
procedure)
4. Your employer implements training or education
5. Other, please specify [free text input]
8.9c5. What were the reasons that you didn’t report? 1. It wasn't serious enough e Mandatory
2. | wasembarrassed e Select all that

apply
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Question no.

Question

Response

Response type

3.

| was afraid that my report would not be believed
or taken seriously

4. | was afraid that my relationships at work would be
negatively affected
5. | was afraid that my career negatively impacted.
6. Other, please specify [free text input]
Q9. Job quality Job quality: This part asks about psychological quality of your job. 1. Strongly disagree e Mandatory
2. Disagree e Selectone
For each item below, please indicate how much you agree or 3. Somewhat disagree
disagree with the statement.
4, Neither agree nor disagree
5. Somewhat agree
[Job demand’s and complexity]
6. Agree
9.1. My job is more stressful than | had ever imagined.
7. Strongly agree
9.2. My job is complex and difficult.
8. Don’t know/ not applicable
9.3. My job is demanding and fast paced.
9.4. My job often requires me to learn new skills.
9.5. | use many of my skills and abilities in my current job.
9.6. |regularly do work outside of my worktime.
[Job control]
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Question no.

Question

Response

Response type

9.7. | have a lot of freedom to decide how | do my own work.
9.8. | have a lot of say about what happens on my job.

9.9. | have a lot of freedom to decide when | do my work.

[Job security]
9.10. | have a secure future in my job.

9.11.  The place | work for will still be in business 5 years from
now.

9.12. | worry about the future of my job.

[Effort reward fairness]

9.13. | get paid fairly for the things | do in my job.

[Burnout]
9.14. | feel drained by my work.
9.15. | worry about work when | am not working.

9.16. [ find it hard to disconnect from work.

Q10. Work health
and safety
awareness

Work Health and Safety awareness. This part asks about your
awareness of work health and safety.

1. Strongly disagree

2. Disagree

e Mandatory

e Selectone
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Question no.

Question

Response

Response type

For each item below, please indicate how much you agree or
disagree with the statement.

At my workplace...

10.1. | am clear about my rights and responsibilities in relation to
workplace health and safety.

10.2. | am clear about my employer’s rights and responsibilities in
relation to workplace health and safety.

10.3. | know how to perform my job in a safe manner.

10.4. If I became aware of a health or safety hazard at my
workplace, | know who (at my workplace) | would report it to.

10.5. | have the knowledge to assist in responding to any health
and safety concerns at my workplace.

10.6. | know what the necessary precautions are that | should take
while doing my job.

3. Neither agree nor disagree
4. Agree

5. Strongly agree

6

Don’t know / not applicable

Q11. Participation in
work health and
safety

Participation in work health and safety: This part explores your
ability to ask questions about, and participate in, health and safety
at work.

For each item below, please indicate how much you agree or
disagree with the statement.

1.  Strongly disagree

2. Disagree

3. Neither agree nor disagree
4. Agree

5. Strongly agree

e Mandatory

e Selectone
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Question no.

Question

Response

Response type

At my workplace....

1.1.

1.2

11.3.

11.4.

11.5.
11.6.

[ feel free to voice concerns or make suggestions about
workplace health and safety at my job.

If | notice a workplace hazard, | would point it out to
management.

I know that | can stop work if | think something is unsafe and
management will not give me a hard time.

If my work environment was UNSAFE, | WOULD NOT say
anything, and hope that the situation eventually improves.

| have enough time to complete my work tasks safely.

[ have a good working relationship with my manager.

6. Don’t know / not applicable

Q12. Work health
and safety policies
and procedures

Workplace policies and procedures This part asks about the
policies and systems in place to make the workplace safe.

For each item below, please indicate how much you agree or
disagree with the statement.

At my workplace...

12.1.

Everyone receives the necessary health and safety training
when starting a job, changing jobs, or using new techniques.

1.  Strongly disagree

2. Disagree

3. Neither agree nor disagree
4. Agree

5. Strongly agree

6.

Don’t know/ not applicable

e Mandatory

e Selectone
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Question no. Question Response Response type
12.2. There is regular communication between workers and
management about health and safety issues.
12.3. Systems are in-place to identify, prevent and deal with
hazards at work.
12.4. There is an active and effective health and safety committee,
and/or health and safety representative.
12.5. Incidents and accidents are investigated quickly in order to
improve workplace health and safety.
12.6. Communication about workplace health and safety
procedures is done in a way that | can understand.
12.7. Workplace health and safety is considered to be at least as
important as production and quality in the way work is done.
Q13. Organisation’s | Commitment to health and safety: This part asks about your 1.  Strongly disagree e Mandatory
Commitment and organisation’s WHS commitment and practice. _
Practice 2. Disagree e Selectone
3. Neither agree nor disagree
For each item below, please indicate how much you agree or
disagree with the statement. 4. Agree
5. Strongly agree
At my workplace... 6. Don’t know / not applicable

13.1.  Supervisors are supported to make decisions to aid the
physical and psychological safety of all workers.

18.2. Leaders demonstrate a commitment to healthy work creating
a strong safety culture.
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Question no. Question Response Response type
18.3. Systems are in-place to proactively manage hazards that
could affect my mental health.
18.4. WHS is a priority when new technology is introduced,
including assessing and managing risks; consulting and
communicating with workers; and conducting training in the
safe use.
13.5. | have confidence that my privacy and confidentiality is
protected when new technology is introduced.
13.6. Systems are in place to manage WHS in support of flexible

work practices and flexible work environments.

Q14. Barriers and
enablers for good
WHS practice

What stands in the way of good WHS practice at your work? Please
select all that apply.

14al.

14a2.
14a3.

14a4.
14a5.
14a6.

14a7.

Limited understanding of the WHS obligations
[t’s too complex, | don’t know where to start

Limited knowledge of the specific risks and hazards present
in the workplace

Cost implications
Time constraints or lack of resources
No expertise to manage WHS

Prioritising items believed to be more important over work
health and safety

[select those applicable] and/or [free text input]

e Mandatory

e Select all that
apply
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Question no.

Question

Response

Response type

14a8. Other [free text input]

14a9. Unsure

What drives good WHS practice at your work? Please select all that
apply.

14b1. Return on investment, safe business is good business

14b2. Strong leadership and commitment

14b3. Adequate resources including people and safety equipment
14b4. Risk assessment and active management

14b5. Communication and consultation with all workers

14b6. Training and education

14b7. Good reporting systems

14b8. Investigation and mitigating action post incident

14b9. Other [free text input]

14b10. Unsure

What would make WHS more of a priority at your work?
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Question no. Question

Response

Response type

14cl.

14c2.
14c3.
14c4.

14c5.

14cé.
14c7.
14c8.
14c9.

Please select all that apply.

If it was more valued by workers

If it was more valued by customers and investors
If it was more financially rewarding

If it was simpler to understand

If we thought that we were at risk of getting caught by the
regulator

If we thought that someone might get seriously hurt
If it would impact on the business’ reputation
Other [free text input]

Unsure

Section C: Future of Work
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Question no.

Question

Response

Response type

Q15. Changes

In the past six months, have you experienced or witnessed any new
or emerging health and safety issues? Please select all that apply.

15.1.  Issues from new or emerging ways of working or types of
work

15.2. Issues from new or emerging technologies or workplace
innovations

15.3. Issues from new or emerging behaviours, attitudes, or
practices (either yours or other people in your workplace)

15.4. Other new or emerging issues

15.5. None of the above

[select those applicable]

e Mandatory

e Select all that
apply

[skip if Types of work have not been selected in Q15.1]

Q15.1a Would you be able to provide more detail about the different
issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput

[skip if Technologies have not been selected in Q15.2]

Q15.2.b Would you be able to provide more detail about the
different issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput

[skip if Behaviours have not been selected in Q15.3]

[Skip logic] and [Free text input]

Mandatory
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Question no.

Question

Response

Response type

Q15.3.c Would you be able to provide more detail about the

different issues you chose in the previous question?

e Textinput

[skip if Other have not been selected in Q15.4]

Q15.4.d Would you be able to provide more detail about the

different issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput

Qi6.

In the past six months, have you seen anything new that can
improve health and safety in your workplace? Please select all that

apply.

16.1.

16.2.

16.3.
16.4.
16.5.

New WHS guides, resources, or materials

New legislation or codes of practices in Australia or
internationally

New technology that has the potential to prevent harm
Other new solutions that have the potential to prevent harm

None of the above

[select those applicable]

e Mandatory

e Select all that
apply

[skip if Resources and materials have not been selected in Q16.1]

Q16.1.a Would you be able to provide more detail about the different

issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput
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Question no.

Question

Response

Response type

[skip if Legislationhas not been selected in Q16.2]

Q16.2.b Would you be able to provide more detail about the
different issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput

[skip if Technology has not been selected in Q16.3]

Q16.3.c Would you be able to provide more detail about the
different issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput

[skip if Other has not been selected in Q16.4]

Q16.4.d Would you be able to provide more detail about the
different issues you chose in the previous question?

[Skip logic] and [Free text input]

e Mandatory

e Textinput

Q17. General
observations

Is there anything else you have seen in regard to work health and
safety that you would like to flag?

Please click ‘Next’ if you don’t have anything extra to add.

[Text input]

e Mandatory

e Textinput

Section D: About your demographics
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Question no.

Question

Response

Response type

Please tell us a little bit more about you. We won’t be able to identify you individually by the information you’ve provided. However, you only have to share what you are

comfortable sharing.

Q18. Gender

What gender do you identify as?

1. Male

2. Female

3. Non-binary

4, | use another term [Text input]

5. Prefer not to say

e Selectone

Q19. Age

What is your age group?

-~

18 to 24
25t0 34
35to 44
45to 54
55to 64

65 or over

N > O A~ w0 DN

Prefer not to say

e Selectone

Q20. Education

What is your highest level of education?

-~

Year 11 or below
Year 12
Trade Certificate/ Certificate Ill/IV

Advanced Diploma/Diploma

a A~ W DN

Bachelor’s degree

e Selectone
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Question no. Question Response Response type
6. Graduate Diploma/Graduate Certificate
7. Postgraduate Degree
8. Prefer not to say
Q21. Diversity Do identify as being part of any of the following communities? 1. LGBTQI+ e Select all that
Please select all that apply. apply
2. Aboriginal or Torres Strait Islander
3. Culturally and/or linguistically diverse
4, Migrant or temporary resident
5. People living with a disability
6. None of the above
7. Prefer not to say
Q22. Language Which language did you first speak as a child? 1. English e Selectone
2. Other, please specify [Text input]
3. Prefer not to say
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Appendix B: Survey engagement strategy
Framework

Following on from the previous iterations of the Survey, the ongoing Engagement Plan
Framework was used to help develop further learnings to be applied in this round of

consultation.
The intention of the framework is to design goals and measures that can:

1. Guide the development of distribution strategies for each survey iteration.
2. Act as along-term measurement tool for survey participation over time.

3. Improve the rigor of the survey by increasing participation.

The framework supports the overarching goals of the Radar project in gathering WHS insights

from diverse information sources.

The framework identifies constants that creates measurements across all survey iterations,

including:

e Target audience groups - representative of high-risk and vulnerable groups who
sometimes struggle to be represented in quantitative data

e Target figures - based on a stratified approach, aiming for representation from groups
that is statistically significant

e Specified metrics - providing measurements for each group related to survey

completion and attrition.

Channels

Engagement with the Australian WHS Survey was promoted through a range of channels that

fall into the following categories:

e Owned - channels that are coordinated and branded to SafeWork Directorates

e Earned - channels controlled by different entities who distribute content on behalf of
SafeWork NSW

e Paid - any channel where paid advertising occurs.

The channel types included social media, websites, emails (i.e. contact lists), paid social ads,

newsletter inclusions, and direct network contacts.
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Tracking

In order to get an understanding of audience traffic, audience group, and completion rates,

URL tracking tags were used using Qualtrics inbuilt tracking capabilities.

To ensure anonymity, all factors that could link individual identity to responses were removed
from the process. That is, only the Science Outreach team were able to link tracking tags to
specific content, and only the Evaluation team were able to see responses, which were

anonymised in any case.

Results

Overall, the Survey saw a much higher engagement, increasing by 39.32% completions

compared to the Spring 2023 edition.

Broken down by medium, paid advertising saw the highest number of starts and completions,
and also wielded the best completion rate. Paid channels saw a notable increase in both
participation numbers and completion rate compared to the Spring 2023 Survey, with

respective increases of 1,093 completions and 12.46%.

Referral traffic also saw a notable uptick in participant numbers (increase of 223 completions)

and slight increase in completion rate (+2.83%).

Email and organic social channels were down from the previous Survey (-98 and -667
completions, respectively). Social completion rate remained steady, while email completion

rates went up by 10.29%.

Medium Total starts Completes Incompletes Completion rate
Email 60 55 5 91.67%
Paid 2589 1684 905 65.04%
Referral 346 282 64 81.50%
Social 77 57 20 74.03%

With regard to targeted ads (paid), there was an overall increase in statistics when considering

the targeted industry groups.

The most notable differences in terms of completion numbers were in Health care and social
assistance (+364), Professional, scientific and technical services (+347) and Arts and
recreation services (+305). The only decrease in completions was seen in Construction (-29),

which saw a general decrease in participation across all mediums.
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Both Manufacturing and Construction saw decreases in completion rates (-5.77% and -5.40%,
respectively), while all other channels increased in completion rates; notably Transport, postal

and warehousing which saw a 20.29% increase.

Target industry Ad clicks Completes Conversion rate
Spring23 | Autumn24 | Spring23 | Autumn24 | Spring23 | Autumn 24

Arts and recreation 508 2628 64 369 12.60% 14.04%
services
Professional, scientific 1248 2365 159 506 12.74% 21.40%
and technical services
Transport, postal and 1225 744 61 188 4.98% 25.27%
warehousing
Health care and social 305 1053 82 446 26.89% 42.36%
assistance

Totals 3942 10635 512 1684 12.99% 15.83%

Total difference +6693 +1172 +2.85%

The Engagement Plan Framework will continue to be used in future iterations of the survey,
with a focus on creating more spread in engagement across mediums and reevaluating the

approach to industries that didn’t perform as well in the Autumn 2024 Survey.
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Appendix C: Methods to calculate OHSVM sub-scales, psychosocial job quality
adversity and normalised index scores.

Occupational Health and Safety Vulnerability Measure (OSHVM): including 4 sub-scales
Exposure to hazards, policies and procedures (PP), awareness (AW), and empowerment (EM);

and an overall vulnerability.

e The sub-scale Exposure to hazards includes 10 statements asking survey participants to
respond to their frequency (ranging from never, once a year, every six months, every
three months, every month, every week to every day) of exposure to various hazards at
their workplace. A worker was considered “exposed to hazards” in the workplace if they
reported:

o experiencing two or more of the ten hazards (noting that bullying and
harassment were separated) weekly or more often, or
o experiencing at least one of the following weekly or more often:
= work involving lifting or carrying 20kg at least 10 times a day,
= work at heights greater than two metres,
= work with hazardous substances such as chemicals, flammable liquids,
and gases,
= being bullied, or
= being harassed at work.

e In the other sub-scales, there are seven statements for PP, six for AW and five for EM.
Participants were asked to provide their level of agreement in five-point Likert scale,
from strongly disagree (1) to strongly agree (5). A worker was considered to have met
criteria for “inadequate PP”, “inadequate AW”, or “inadequate EM” if they:

o disagreed or strongly disagreed with one or more of the statements within each
sub-scale.

o Foroverall vulnerability, a worker was considered “vulnerable” if they reported:
= having “exposed to hazards” in the workplace; and

= “inadequate” for one or more of PP, AW or EM.

PJQI: There are four sub-scales within PJQI indicating measures for (1) Job demands and
complexity, (2) Job control, (3) Job security and (4) Effort reward fairness. Similar to OHSVM,
there are a number of statements within each sub-scale (four on job demands and complexity,
three on job control, three on job security and one on effort reward fairness). Binary variables
were created to dichotomise the PJQI sub-scales into “high” job demand, “low” job control,
“low” job security and “unfair” effort-reward based on the total score for each sub-scale. The
total score for each sub-scale was the sum of all the responses to the statements within that
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sub-scale. When there were one or more, but not all missing values within a sub-scale, they
would be imputed using the average values across other statements within the same sub-

scale. If all responses were missing, the sub-scale score would be coded as missing.

o The binary variable for “high” job demand for a worker would take the value of 1
when their total score for job demand and complexity sub-scale was greater than a

cut-off point, which is the fourth quartile, corresponding to the greatest difficulty.

o The binary variable for “low” job control (and similarly for “low” job security and
“unfair” effort-reward) for a worker would take the value of 1 when their total score
for job control sub-scale was smaller than the cut-off point, corresponding to the
greatest difficulty, which is the first quartile for this sub-scale.

o Theoverall PJQ index was derived as the sum of the four binary variables above,
indicating the number of adversities. Optimal jobs had O adversity, whereas poor jobs

had three or more adversities.

Normalised index scores:

o Burnout Index ranging from 0 (no burnout) to 100 (complete burnout) was calculated
as the average score of responses to three statements on burnout (Strongly
disagree = 0; Disagree = 25; Neither = 50; Agree = 75; Strongly agree = 100).

o WHS Awareness Index, similarly, is the average score of responses six statements
on AW.

o WHS Empowerment Index is the average score of responses to six statements on
EM.

o WHS System Index is the average score of responses to seven statements on PP.

o WHS Commitment Index is the average score of responses to six statements on

commitment.
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