
Workplace Health and Safety Queensland

Mental Health Week 2022 
Online event key takeaways

WorkSafe.qld.gov.au



1
Mental Health Week 2022 online event key takeaways

Thank you for supporting 
Mental Health Week 2022

Mental Health Week, celebrated annually in October, 
promotes the importance of mental health and wellbeing 
and aims to reduce the stigma associated with mental 
illness.

While building a mentally healthy workplace makes good 
business sense, controlling psychological health and safety 
risks is also a legislative requirement.

A mentally healthy workplace is one that promotes 
workplace practices that support positive mental health, 
eliminates and minimises psychological health and 
safety risks through the identification and assessment 
of psychosocial hazards and builds the knowledge, skills 
and capabilities of workers to be resilient and thrive at 
work. It should be free of stigma and discrimination and 
support the recovery of workers returning after a physical 
or psychological injury.

We hope you find the following key takeaways and 
recommended resources from our livestream speakers 
helpful in furthering your knowledge of mentally healthy 
workplaces, and beneficial in nurturing your teams’ 
capabilities and improved organisational awareness of 
psychological health and safety and the importance of 
early intervention.

Thank you for joining us and we hope to see you next year!
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Regulating Mentally Healthy Workplaces
Watch the presentation here

Elias, Legal Support Officer, Office of Industrial Relations, has twenty-five years post admission experience as 
a lawyer including defence and prosecution roles. He has eight years of operational safety in the mining sector 
and worked in operational roles during that time. Elias is currently attached to the Workplace Health and Safety 
Queensland State Wide Investigations team providing legal advice on current investigations.

Elias's key takeaways
In understanding what is reasonably practicable for your workplace, it is important to understand section 18 of 
the Work Health and Safety Act 2011. Further information can be sought from the Safe Work Australia guideline to 
reasonably practicable. 

Codes of Practice will assist in assessing what is reasonably practicable for your organisation. They can assist in 
working out:
• The likelihood and degree of harm that psychosocial hazards pose
• What you should know about the risk of psychosocial harm and the controls available to eliminate or minimise 

the risk  
• What controls might be available and suitable for your organisation

Connect with Elias

linkedin.com/in/elias-jeha-57ab2a25

Speaker takeaways

Elias Jeha

https://www.watchlive.com.au/mentallyhealthyworkplaces
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Dr Kirsten Way, Senior Lecturer and Program Director at the Centre for Business and Organisational Psychology 
at UQ, conducts research on safety, the role of supervisors in conflict, psychosocial hazards, occupational stress, 
fatigue, injury management, and occupational health and wellbeing. Kirsten is also an Organisational Psychologist, 
Occupational Therapist and Certified Professional Ergonomist.

Kirsten's key takeaways
• Psychosocial hazards are aspects in the design or management of work that have the potential to cause 

psychological or physical harm via workers experiencing a prolonged or extreme physiological or psychological 
stress response. You can think about them in terms of job demands (like time pressure – too much to do, in too 
little time, conflict at work, bullying, violence, sexual harassment), or lack of job resources (like having no say 
in how you do your work, lack of support from your supervisor or coworkers, lack of fairness in how decisions 
are made, lack of recognition or reward). 

• There are 14 common psychosocial hazards and these can work together in an additive or interactive way to 
increase the risk of psychological injury.  

• You can also think about psychosocial hazards as event-based or cumulative hazards.  Event-based hazards 
can be one off events – like occupational violence, exposure to a traumatic event, or a can be pattern of events 
– like bullying or sexual harassment).  By definition, they’re discrete, observable, recordable, countable and 
there is often less resistance from workers and managers in accepting their potential for harm. 

• We're typically very bad at perceiving risks from cumulative hazards.
• Consider the 14 common psychosocial hazards in assessing the risk and make sure you target your risk 

controls to those psychosocial hazards via good work design rather than only trying to bolster individual 
coping. 

Connect with Kirsten

linkedin.com/in/kirsten-way-b205b017
Dr Kirsten Way - School of Psychology - University of Queensland (uq.edu.au)

Dr Kirsten Way

https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health/Psychosocial-hazards-and-factors
http:// linkedin.com/in/kirsten-way-b205b017
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Tanya is a Principal Advisor in the Psychological Health Unit, Workplace Health and Safety Queensland, and is 
passionate about the importance of mental health, with particular interest in the areas of suicide prevention, 
domestic and family violence and sexual harassment.

Tanya's key takeaways
Psychological health and safety is about protecting the psychological health of workers, in the same way that we 
protect their physical health.

• A Code of Practice is a practical guide on how to comply with the legal duties under the work health and safety 
act and regulations. 

• The Code of Practice should be looked at by organisations as it provides information on what organisations 
need to do to meet their duties. It also acts as a minimum standard for duty holders.

• As duty holder I encourage you to take a proactive approach towards managing psychosocial hazards in the 
workplace, there is information readily available, don’t wait for a code of practice to be released. 

• Work-related psychological injuries are expensive—it’s estimated that poor psychological health and safety 
costs Australian organisations $6 billion annually in lost productivity.

• People at Work (PAW) is about empowering workplaces to take a proactive stance in assessing and managing 
the psychological health of their workforce. PAW turns what many see as an “unmanageable” issue into 
something tangible that can be continually improved. The People at Work tool has been built around the job 
demands resources model which has many decades of research behind it. The model states that a combination 
of high job demands coupled with low job resources can result in work-related stress. Work-related stress that 
is unresolved and long term can result in psychological injuries, physical illnesses and poor health behaviours. 
These three outcomes are also interlinked with poorer outcomes in one also more likely to result in poorer 
outcomes in another creating a vicious cycle.

 
Three practical things a worker/employer can do straight away to better improve workplace mental health

1. Review your existing systems – have you included psychological hazards?
2. If you are a workplace with 20 or more employees, use www.peopleatwork.gov.au to identify, assess, manage 

and monitor psychosocial hazards that may be present in your organisation by following an easy step by step 
process.

3. Consult with your workers/employees to understand issues and design system level solutions as part of your 
process.

Connect with Tanya

linkedin.com/in/tanya-orszulak-42589b66

Tanya Orszulak

https://www.peopleatwork.gov.au
http://linkedin.com/in/tanya-orszulak-42589b66


Mental Health Week 2022 online event key takeaways

5

Resources

Interpretive guideline – The meaning of ‘reasonably practicable’ https://www.safeworkaustralia.gov.au/system/
files/documents/1702/interpretive_guideline_-_reasonably_practicable.pdf

Model Code of Practice: Managing psychosocial hazards at work
https://www.safeworkaustralia.gov.au/doc/model-code-practice-managing-psychosocial-hazards-work

People at work
https://www.peopleatwork.gov.au/ 

Mentally healthy workplaces toolkit
https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health/mentally-healthy-workplaces-toolkit

Podcast or video recommendations:
• Kay Redfield Jameson – An Unquiet Mind 
• Australian Story – Garry McDonald ABC TV
• Tanya Orszulak radio interview Tanya Orszulak podcast | WorkSafe.qld.gov.au

Additional resources

Visit our guidance page for helpful information on managing common mental health hazards like fatigue, stress or 
work-related violence.
• Remind staff about how to access information on local mental health services or your employee assistance 

provider. If you notice any changes in behaviour, engage in meaningful conversations with those who may be 
under stress. If you or someone you know needs support, call Lifeline on 13 11 14 or Beyond Blue on 1300 224 
636. Your EAP provider can also give support.

Source list:
• Source: Mental Health Productivity Commission Inquiry Report Actions and Findings  

https://www.pc.gov.au/inquiries/completed/mental-health/report 
• Source: https://www.gallup.com/workplace/237059/employee-burnout-part-main-causes.aspx – Gallup 

Article July 2018 / WorkCover QLD

https://www.safeworkaustralia.gov.au/system/files/documents/1702/interpretive_guideline_-_reasonably
https://www.safeworkaustralia.gov.au/system/files/documents/1702/interpretive_guideline_-_reasonably
https://www.safeworkaustralia.gov.au/doc/model-code-practice-managing-psychosocial-hazards-work
https://www.peopleatwork.gov.au/
https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health/mentally-healthy-workplaces-toolkit
https://www.worksafe.qld.gov.au/resources/campaigns/mental-health-week/nested-content/tanya-orszulak-podcast
https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health
https://www.pc.gov.au/inquiries/completed/mental-health/report
https://www.gallup.com/workplace/237059/employee-burnout-part-main-causes.aspx
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Imagining a workplace without a burnout

Watch this presentation here: Workplace Burnout | Watchlive.com.au

John is the Managing Director at Infinite Potential, a non-profit think tank focused on workplace research. An 
Industrial/Organisational psychologist with 20+ years of global experience designing people strategies that 
transform workplaces to empower individuals to realise their whole potential. John’s career has taken him from 
Silicon Valley start-ups to NYSE and ASX-100 companies. John publishes in academic and media publications and 
regularly speaks at national and international conferences.

Connect with John

John.chan@infinite-potential.com.au
linkedin.com/in/john-chan-ph-d-7883611

Sally is Co-Director at Human Leaders, and a wellbeing and burnout expert, researcher, and speaker. A former 
finance lawyer, and author of two books on burnout who has lived on four continents, her mission is to fight for 
burnout prevention and help people live authentic and fulfilling lives.

Connect with Sally

Salcla@gmail.com
linkedin.com/in/sallyclarkeevolve
https://www.salcla.com/publications

Key takeaways
• Burnout is a complex issue that is growing across industries and demands attention. 40% of people who 

changed jobs in 2021 listed burnout as the reason for leaving. 
• Wellness programs are an important part of an organisation’s employee value proposition or engagement 

strategy – but wellness is NOT the solution to addressing burnout. 
• Burnout is a syndrome resulting from chronic workplace stress that has not been successfully managed (World 

Health Organisation, 2019). High rates of burnout is a powerful warning sign that the organisation - not the 
individuals – needs to undergo meaningful significant change! 

• The impact of burnout is broad, it’s important to take a holistic and societal view on how to approach burnout. 
Organisational structure and team cultures have a direct effect on the stress placed on an individual. Some of 
the root causes of chronic workplace stress: 
• Organisational factors: poor senior leader role modelling, lack of support structures and guidelines, 

structures under-resourcing, outdated modes of working, mismatched values. 
• Team factors: Lack of manager support, unreasonable time pressures and workloads, unclear and 

inconsistent communication from managers, unfair/inequitable treatment. 

Dr John Chan Sally Clarke

https://www.watchlive.com.au/workplaceburnout
https://www.linkedin.com/in/karenmaher00/
https://www.linkedin.com/in/karenmaher00/
mailto:Salcla@gmail.com
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Three practical things managers/employers can do straight away to better reduce stressors and improve workplace 
mental health:
1. Reduce meetings – Establish guidelines on who should / should not attend and fight the urge for FOMO (fear of 

missing out)
2. Better understand workload of your people – Consider an exercise of having your people write down their 

priorities at the start of the day, any interruptions they had during the day, and what would have made them be 
more efficient (e.g., better access to certain data). At the end of the week, review and discuss how the manager 
can better support their people and reducing stressors

3. Allow for rest – Incorporate rest as part of the day. Ban back to back meetings and block out last 30 minutes of 
the workday to help transition away from work 

Resources

Links

Workers’ psychological support service
https://wpss.org.au/

2021 Global burnout study
https://infinite-potential.com.au/2021-global-burnout-study

People at work:
https://www.peopleatwork.gov.au/

Effect of a Workplace Wellness Program on Employee Health and Economic Outcomes: A Randomized Clinical Trial | 
Lifestyle Behaviors | JAMA | JAMA Network

Recommended websites

Infinite Potential (includes blog posts and the 2022 burnout study) 
https://infinite-potential.com.au 

Lifeline 
https://www.lifeline.org.au

Dr John Chan and Sally Clarke slide deck

IMAGINING A 
WORKPLACE 
WITHOUT BURNOUT

https://wpss.org.au/
https://infinite-potential.com.au/2021-global-burnout-study
https://www.peopleatwork.gov.au/
https://jamanetwork.com/journals/jama/fullarticle/2730614
https://jamanetwork.com/journals/jama/fullarticle/2730614
https://infinite-potential.com.au
https://www.lifeline.org.au/
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1

2

3

Feelings of energy 
depletion or exhaustion

Increased mental
distance, alienation, and 
feelings of negativity or 
cynicism towards job

Reduced
professional
efficacy

THE THREE DIMENSIONS 
OF BURNOUT

■ Drained and emotionally exhausted.

■ Unable to cope; feel down and lacking enough energy.

■ Tired, often leads to change in sleep habits.

■ Burnout mainly affects daily tasks at work, at home or 
when caring for family members.

■ People with burnout are very negative about their tasks, 
find it hard to concentrate, are listless and lack
creativity.

■ Find job increasingly stressful and frustrating.

■ Become cynical about their working conditions and
colleagues.

■ Increasingly distanced emotionally and feeling numb
about work.

WHAT IS BURNOUT?
In 2019, the World Health 

Organisation defined burnout as:

a syndrome... resulting 
from chronic workplace 
stress that has not been 
successfully managed.

BURNOUT IS A 
SPECTRUM

2021 WORKPLACE BURNOUT STUDY | Infinite Potential

WHAT CAUSES BURNOUT?

Lack of support structures 
and guidelines

Structural 
under-resourcing

Adherence to outdated 
modes of working

Poor senior leader 
role modelling

Values mismatch

Organisational structures and team cultures have a direct effect on the stress places on an individual. Building on

existing research, below are the factors that we consider as the root causes of chronic workplace stress.

3

ORGANISATIONAL
FACTORS

Unmanageable  
workload

Unclear and inconsistent 
communication from managers

Lack of manager 
support

Unfair/inequitable  
treatment

Unreasonable  
time pressure

TEAM
FACTORS
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High rates of burnout is a powerful 
warning sign that the organisation – not 

the individuals – needs to undergo 
meaningful systematic change

Dr. John Chan

Wellness is not 
the solution to 
addressing burnout

• Wellness programs are important as part of an organization’s 
employee value proposition or engagement strategy

• A 2019 Harvard Medical School study published in the 
Journal of the American Medical Association (JAMA) reported 
that wellness programs had NO impact on overall health, 
sleep quality, nutrition choices, health markers, or health 
care usage, failing to move the needle on the very issues that 
they claimed to redress. 

• The programs also failed to improve basic workplace metrics such as 
absenteeism, performance quality, and retention of key employees.
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2021 WORKPLACE BURNOUT STUDY | Infinite Potential

TACKLING 
BURNOUT:
DATA-SUPPORTED
RECOMMENDATIONS

In the 2021 Global Burnout study,

we asked participants to identify

what actions will facilitate

a meaningful shift in terms of 

tackling burnout. These were 

the top 3 responses to each

question:

WHAT ACTIONS BY YOUR ORGANISATION WOULD MOST ALLEVIATE YOUR WORK-RELATED STRESS?

WHAT ACTIONS BY YOUR MANAGER WOULD MOST ALLEVIATE YOUR WORK-RELATED STRESS?

WHICH OF THE FOLLOWING ACTIONS WOULD MOST ALLEVIATE YOUR LEVELS OF WORKPLACE STRESS?

“Embed wellness as part of the
business strategy / culture”

“Ability to take a mental health day
without question”

“Have a better understanding of
the team’s workload”

“Review role responsibilities to 
ensure workload is manageable”

“Receive more recognition
from leaders”

“Push back on unreasonable 
expectations from

clients/stakeholders”

“Increase manager capability to 
understand burnout and identify stressors”

“Allocate time to learn new skills
and capabilities”

“Champion and role-model 
wellbeing behaviours”

“Protect weekends/days off – no
work/contact over weekends/days

off”

Discuss with your leaders and 
colleagues:

❑ How do we treat employee mental health and wellbeing 
as a strategic priority (examples)?

❑ What are we doing to address outdated rituals, routines, 
practices, or processes that are causing stress in our 
people?

❑ Are we holding leaders accountable for taking action on 
burnout and being healthy role models?

❑ How are we ensuring there’s not a stigma associated with 
asking for help or resting?

❑ What are the metrics that we will use to help guide our 
thinking and measure the effectiveness of our wellbeing 
initiatives?

❑ What do we see, when we imagine a workplace without
burnout? And what will it take to get us there?

LET’S GET 
STARTED:

To help spark the conversation
in your organisation, we offer
six targeted questions with the
potential to address some of
the burnout-related challenges
discussed today.
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Extinguishing Burnout 
Will Require a 

Movement, Not a 
Mandate

Dr. John Chan

2021 WORKPLACE BURNOUT STUDY | Infinite Potential

Dr. John Chan is the managing director of 
Infinite Potential. An 

Industrial/Organisational psychologist 
with 20+ years of global experience 

designing people strategies to transform 
work into a place that helps people 

realise their whole potential.

Sally Clarke is Co-Director of people-
centred leadership movement Human 

Leaders, and an author, speaker, coach and 
culture consultant. Sally’s latest book, 

“Relight your Spark”, guides individuals on 
how to heal and evolve after burnout.

John.chan@infinite-potential.com.au

https://www.linkedin.com/in/john-chan-ph-d-
7883611/

salcla@gmail.com

https://www.linkedin.com/in/sallyclarkeevolve/

Get your copy of ‘Relight your Spark’ here
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Follow Infinite Potential 
for the latest research and
insights

https://infinite-potential.com.au
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Suicide prevention for at-risk industries

Watch this presentation here: Suicide prevention for at-risk industries

Justin Geange, Mates in Construction field officer, and Mental Health and Suicide Prevention advocate and lived 
experience speaker who empowers and educates people on how to notice if someone is doing it tough, how to 
start that conversation, listen and connect them through to services that can help.  In 2019 he won the National 
Communities Matter award at the Suicide Prevention Australia award ceremony and was also the Winner of the 
2021 RUOK Barbara Hocking Conversation Champion Award. 

Justin's key takeaways
• Stay connected – it’s important to stay connected and ask the crucial question are you OK?
• Pay attention to your mates’ behavioural changes and call them out on it by asking the question “what’s going 

on mate?”, meaningful moments are so important. 
• Listen to understand and without judgment, don’t listen to respond. You don’t need to have all the answers, 

just an ear to listen. 
• There are many resources and services out there to support individuals so be sure to help your mate by 

connecting them to one of these. It’s important to not just given them a number for support and say good luck 
with that – follow through, show them you care by following up and helping them access support e.g. can you 
make the call

• Check in on them by reaching out and asking, “how did that go for you?”, don’t just forget about it.

Connect with Justin
linkedin.com/in/justin-geange-43a0a125

Justin Geange

Justin Geange poem

WHY by Justin Geange - Poetry by Justin 
- Why (RITO activation in Queen Street 
Mall 2022) - YouTube

Some people often look
Some people even stare
And ask me what’s the deal my bro
Why is it that you care

I tell them plain and simple 
Cause it’s all I’ve got to give
I do this for the blokes 
Who’re struggling with life to live

I’m doin this for the mate 
Who’s relationships gone bust
I’m doing this for the champion
Who’s bread’s run out of crust

I’m doin this for the legends
Who are struggling with a crutch 
I’m doing this for the humans
Who say that life’s too much.

You see we all from time to time
Fall down when life gets tough
We smash our fists and stomp our feet
And say enough’s enough

But that’s the time to notice
Activate and take a stand
That’s the time to shine my friend
And lift your mate up by the hand

10 seconds of courage is all you need 
To call your brother out
To say you’ve noticed changes Mate, 
what’s that all about?

Then listen with understanding
Ain’t no room for judgement here
And next encourage action 
Share that load and show you care

I know too well that darkness 
For i’ve trod that rocky path
I’ve lost too many mates and kin
I know the aftermath

So that is why I really care
And that is why I talk
To keep my brothers on the planet 
I do my best to walk the walk

I don’t have a lot to offer
No real smarts to make a mark
But I got two flaming floppy ears 
And 1 large marshmallow heart

To all who’ve been impacted 
To those with tear stained eyes
A virtual hug I send your way
Please know the sun will rise

So to you my mate my friend my pal
Here’s a challenge just for you
Do what you can with your two hands
You may just help a few!

https://www.watchlive.com.au/suicideprevention
http://linkedin.com/in/justin-geange-43a0a125
http://YouTubehttps://www.youtube.com/watch?v=I9NoidljKpQ
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Connie Galati, Senior Clinical Psychologist, APS Mental Health and Suicide Prevention Unit, Australian Public 
Service Commission. 

Connie is the lead author of Compassionate Foundations, an upstream suicide prevention capability suite designed 
specifically for Australian Public Servants. 

Connie's key takeaways
• Compassionate foundations is the Australian Public Service’s suicide prevention e-learning program which 

consists out of 6 modules – 
1. Your role in suicide prevention
2. Supporting people in vulnerable situations
3. Compassion and connection
4. Identifying and supporting people in early distress
5. understanding suicidal distress
6. Looking after yourself.

• The program focuses on core skills and concepts that promotes the understanding of trauma-informed 
engagement, psychological and suicidal distress, compassion and connection.

• Turn towards instead of away – recognise and respond to bids for connection in order to have healthier, more 
supportive relationships.

• Cultural change requires continuous review and ongoing momentum and investment from staff and leaders. 

Connect with Connie

linkedin.com/in/connie-galati-128828124
MHSP@apsc.gov.au

Connie Galati

http://linkedin.com/in/connie-galati-128828124
mailto:MHSP@apsc.gov.au
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Darius Boyd, Mental Health Ambassador and Facilitator, played rugby league at the highest level for 15 years. 
However, midway through his career after several years of mental struggle, he made the brave decision to check 
into a Mental health facility. Darius has since been working on himself and promoting proactive mental wellbeing 
within the corporate and community spaces. He is currently studying a diploma in counselling and a cert IV in elite 
athlete wellbeing. 

Darius key takeaways

• Notice risk factors and signs, these might include isolating, loss of appetite, poor concentration, and lack of 
motivation.

• Have empathy for others and practice acts of kindness on a daily basis.
• Ensure you have an action plan of what you want to achieve in five years, three years and tomorrow. Write 

down some ideas of what you want to work on, these can include work goals, spending more time with family 
and friends and practising more exercise.

• Prioritize a healthy diet and get regular exercise while also making time for your hobbies and interests. 
• Employers to look at their employees’ workloads and ensure that they are receiving enough rest and recovery 

time away from work.
• Evaluate your mental health initiatives to ensure that they are doing what they are intended to do for your 

employees. 

Connect with Darius

linkedin.com/in/darius-boyd-6415a320a

Recommended websites

Lifeline: https://www.lifeline.org.au/
Beyond Blue: https://www.beyondblue.org.au/
Mates in construction: https://mates.org.au
Workers’ psychological support service: https://wpss.org.au
Standby support after suicide: https://standbysupport.com.au/
R U OK - How to ask "Are you OK?" | R U OK?

Darius Boyd

http://linkedin.com/in/darius-boyd-6415a320a
https://www.lifeline.org.au/
https://www.beyondblue.org.au/
https://mates.org.au
https://wpss.org.au
https://standbysupport.com.au/
https://www.ruok.org.au
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Diversity and inclusion for mentally healthy workplaces

Watch this presentation here: Diversity and Inclusion | Watchlive.com.au

Catherine Lee, Director and Founding partner of Lethbridge Piper and Associates, shared insights on how 
neurodivergent workers may experience risk at work differently from their neurotypical co-workers – and what you 
can do to ensure you are making workplaces safer, healthier, and more inclusive for neurodivergent workers.

Catherines's key takeaways

• Neurodiversity is the concept that there is a natural variation in the human brain that leads to differences in 
how all humans think and behave.

• Individuals with unmanaged ADHD have an increased risk of accidental injury and have a life expectancy of 13 
years shorter than those without ADHD.

• It’s impossible to get accurate data about the proportion of the global population that has these specialist 
neurodivergent thinking skills, because every country has different ways of assessing and recording 
neurological functioning and most people never go through any sort of routine screening process. However, 
prominent neurodiversity researcher Nancy Doyle suggests that 15 – 20 percent of the population are 
reasonably neurodivergent and 65 percent of those being in the working age, it’s likely that you already have a 
neurodivergent workforce. 

• The greatest barrier to neurodivergent workers in being able to work safely and productively is not their 
neurodivergence; it is stigma, misinformation, rigid systems and processes, a lack of awareness and decisions 
made based on flawed assumptions that create the barriers.

• For an employer to reduce occupational risks to neurodivergent workers, and the people they work with, they 
need to understand how the workers’ ability to work safely is affected by their neurodivergence.

• For employers to discharge their primary duty of care they must consciously and deliberately weave a 
neuroinclusive culture into the fabric of their organisation because unless you consciously include, you will 
unconsciously exclude.

Three practical things a worker/employer can do straight away to better improve workplace mental health

1. Organisations should make use of the Management Systems Approach and expand the scope of their systems 
to ensure they are accessible to all workers.

2. Organisations should also use the Person-Centred Approach including a Neurodiverse Safe Work Plan for 
workers who need temporary or permanent personalised adaptations to their work, to be able to work safely. 
Consider neurodiversity awareness training, a review and revision of consultation and communication process 
so that neurodivergent workers are actively encouraged to participate in all formal consultative forums, 
including WHS committees and have input. 

3. Have open communication with your team to reduce the stigma and lack of awareness around neurodiversity. 

Connect with Catherine

linkedin.com/in/catherine-lee-08048695
Lethbridge Piper - Lethbridge Piper & Associates

Catherine Lee

https://www.watchlive.com.au/diversityandinclusion
http://linkedin.com/in/catherine-lee-08048695
https://lethbridgepiper.com.au
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Resources

Important links to further information:
Website: www.neurodiversesafework.com.au
Instagram: @neurodiversesafework
Facebook: @neurodiversesafework
LinkedIn: www.linkedin.com/company/neurodiverse-safe-work
Email: hello@neurodiversesafework.com.au

Catherine Slide deck and handout notes:

More than noise cancelling headphones© 

NEURODIVERSE SAFE WORK

Catherine Lee
Director and Founder

WWoorrkkSSaaffee  QQuueeeennssllaanndd  –– MMeennttaall  HHeeaalltthh  WWeeeekk
14 October 2022

http://www.neurodiversesafework.com.au
http://www.linkedin.com/company/neurodiverse-safe-work
mailto:hello@neurodiversesafework.com.au
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2

A young 
man

A busker 
playing 

the violin

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©

In the 
subway

THE BUSKER

Joshua
Bell

A student 
short on 

cash?

Maybe 
he’s 

homeless?

Coins in 
open violin 

case

Grammy 
Award 

Winning 
virtuoso

Playing a 
$14M 

Stradivarius

LEARNING
OBJECTIVES

3

What is Neurodiversity?
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Why does it matter in employment?

A new perspective on normal
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LEARNING
OBJECTIVES

4

What is Neurodiversity?

Neuro = the 
nervous system. 

Diversity = variety or 
difference.

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©

WWHHAATT  IISS  NNEEUURROODDIIVVEERRSSIITTYY????  

LEARNING
OBJECTIVES

5

TThhee  nnaattuurraall  vvaarriiaattiioonn  iinn  tthhee  hhuummaann  bbrraaiinn  tthhaatt  lleeaaddss  
ttoo  ddiiffffeerreenncceess  iinn  hhooww  aallll  hhuummaannss  tthhiinnkk  aanndd  bbeehhaavvee..

WWHHAATT  IISS  NNEEUURROODDIIVVEERRSSIITTYY????  

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©
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Neurotypical
The most common type of neurological functioning.

6

Neurodiverse 

Neurodivergent 
Neurological functioning that 
diverges, to varying degrees 

and in different ways from the 
typical.

Neurodivergent 
Neurological functioning that 
diverges, to varying degrees 

and in different ways from the 
typical.

WWHHAATT  IISS  NNEEUURROODDIIVVEERRSSIITTYY????  
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WWHHAATT  IISS  NNEEUURROODDIIVVEERRSSIITTYY??  

7

“Given the extent of overlap between the conditions, 
the under-diagnosis of females who are often 
misdiagnosed with anxiety, depression or eating 
disorders, and the estimated prevalence of each 
condition, a reasonable estimate of all 
neurominorities within the population is around 
15 – 20%. That is a significant minority”.

Doyle, 2021
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8

WHAT IS NEURODIVERSITY? 

DDyysslleexxiiaa

AAuuttiissmm AAtttteennttiioonn  
DDeeffiicciitt

HHyyppeerraaccttiivviittyy  
DDiissoorrddeerr  

((AADDHHDD))

DDyyssccaallccuulliiaa

DDyysspprraaxxiiaa
OObbsseessssiivvee

CCoommppuullssiivvee  
DDiissoorrddeerr

DDyyssggrraapphhiiaa

TTiicc  
SSyynnddrroommee  

((TToouurreettttee’’ss))
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NEURODIVERGENCE 
AND 
THE IMPACT 
ON HEALTH

9

of those diagnosed in childhood
will continue to experience
challenges into adulthood.

.2%

90%

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©
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NEURODIVERGENCE AND THE IMPACT ON HEALTH

10

IInnccrreeaasseedd rriisskk of
üheart disease
üType 2 diabetes
ücancer
üobesity
üsubstance abuse disorder 

üHigher rates of incarceration and 
recidivism

üHigher unemployment/unstable 
employment and lower earning 
capacity

üHigher incidence of psychological 
injury, illness and suicide

Women with undiagnosed ADHD have a higher incidence of intimate 
partner violence.

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©

NEURODIVERGENCE AND THE IMPACT ON HEALTH

11

People with unmanaged ADHD live on average 13 years less than 
those without.

IInnccrreeaasseedd rriisskk ooff
üaccidental injury, including motor vehicle and pedestrian 

accidents; and 
ürisk-taking behaviour
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12

1155  –– 2200%%  

It’s highly likely that there are people in your
workplace who are neurodivergent and
whether you realise it or not, you already
have a neurodiverse workforce.

1155  –– 2200%%  

NEURODIVERSITY 
IN THE WORKPLACE

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©
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Meet Noelene Aged 47 working full-time as a payroll officer for a 
private healthcare provider for the past 14 years

On ‘stress-leave’ for 7 weeks, refusing to 
communicate with her employer.

The employer wants to either bring her back to work or 
put a temp on to fill her position.

Described by the employer as

ü Pedantic and a sticker for the rules. 

ü Photographic memory for their complex awards.

ü “The go-to person” for challenging enquiries

ü Can calculate correct payments or entitlements more 
quickly and accurately than anyone else in the team.

A new worker joins the payroll team - Jane

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©
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14

Noelene is 
given a letter 
notifying her 
about Jane’s 

complaint

Noelene and Jane

Jane found 
Noelene to be 

rude, not 
interacting 

socially

Jane and 
Noelene got into 

a heated 
exchange

Jane lodges 
a bullying 
complaint 
with HR

Noelene is sent 
home distraught, 
returns without 

speaking to 
Jane

Noelene 
leaves work 
and hasn’t  
returned

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©
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1 The employer writes to the 
worker – investigation 
paused

Standard employer response

2
Referral to the Rehabilitation 
and Return to Work 
Coordinator 

3 The employer may or may 
not approve the request for 
extra leave

4
The employer commences 
termination on the grounds 
of ill-health or abandonment 
of employment

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©
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Discrimination

16

IIss  nneeuurrooddiivveerrggeennccee  aa  ddiissaabbiilliittyy??  

DDiissaabbiilliittyy  DDiissccrriimmiinnaattiioonn  AAcctt
üPhysical, intellectual, psychiatric, sensory, neurological, and learning 

disabilities 
üProtects people with disabilities from discrimination in employment
üReasonable adjustments 

AAnnttii  DDiissccrriimmiinnaattiioonn  AAccttss
üProtects people from unfair discrimination, sexual harassment and other 

objectionable conduct because of their characteristics
ü sex, age, race, gender identity or sexuality. relationship status. pregnancy, 

breastfeeding, family responsibilities or parental status.

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©

Discrimination and WHS

17

WWoorrkk  HHeeaalltthh  aanndd  SSaaffeettyy  AAccttss

üProtects ALL workers – including those who think and function differently
üPerson Conducting the Business or Undertaking (Employer) - Primary Duty of 

Care “to ensure so far as reasonably practicable the health and safety of 
workers” 

üNon delegable
üConsultation
üRisk Management

WWoorrkkeerrss’’  CCoommppeennssaattiioonn  aanndd  RReehhaabbiilliittaattiioonn  AAccttss
ü Truffet v Workers’ Compensation Regulator  [2019] QIRC 201 
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Mental Health Week 2022 online event key takeaways

26

THE VISCIOUS CYCLE OF NONDISCLOSURE

18

Disclosure = risk of discrimination and judgement

Non-disclosure = OHS not managed

Decline in safety performance, relationships and 
mental health

Disciplinary Processes and end of employment 

….and on …. and on …. and on

Employer's 
systems and 

culture are not 
inclusive

Co-workers 
have little 

knowledge and 
are unable to 
offer support

Worker does 
not disclose

Worker 
struggles to 

work safely and 
maintain 

relationships

Disciplinary 
process 

Employer’s Primary Duty of Care
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TThhee  GGPP
üpsychiatric referral 
üconsideration of hormone 

replacement therapy
üfatigue management

19

THE NEURODIVERSE SAFE WORK SOLUTION

1

NNooeelleennee  iiss  AAuuttiissttiicc//AADDHHDD

TThhee  EEmmppllooyyeerr
ürules and structure
üdifficulty with social interactions
üsays what she thinks
üFatigue
üAutistic meltdown

Education and Advocacy
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Neurodiverse Safe Work Plan (Person-Centered Approach) 
üThe Bullying Complaint - written allegations and response instead   

of being interviewed.
üFatigue and anxiety

i. Reduced, flexible hours, at home to increase as planned
ii.Complex pay/leave enquiries and disputes and a deadline
iii.Adequate breaks
iv.Coaching and monitoring
v.Facilitated meeting with Jane 

20

THE NEURODIVERSE SAFE WORK SOLUTION
2

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©

The OHS Management Systems Approach
üNNeeuurrooddiivveerrssiittyy  AAwwaarreenneessss  TTrraaiinniinngg

üCCoonnssuullttaattiioonn  aanndd  CCoommmmuunniiccaattiioonn

üRRiisskk  MMaannaaggeemmeenntt  – Different perception and response to risk
ii.. PPhhyyssiiccaall  eennvviirroonnmmeenntt  
iiii.. FFaattiigguuee  rriisskk  mmaannaaggeemmeenntt
iiiiii.. SSeelleeccttiioonn  aanndd  uussee  ooff  ppeerrssoonnaall  pprrootteeccttiivvee  eeqquuiippmmeenntt  aanndd  ccllootthhiinngg  

ü TTrraaiinniinngg  aanndd  ccoommppeetteennccyy  aasssseessssmmeenntt  - flexible learning styles
ü DDrruugg  aanndd  aallccoohhooll  ppoolliicciieess  –– stimulant medications
ü CCoonnfflliicctt  aanndd  PPeerrffoorrmmaannccee  MMaannaaggeemmeenntt  –– coaching and goal-setting
ü IInncciiddeenntt  iinnvveessttiiggaattiioonnss  aanndd  iinntteerrvviieewwiinngg  sskkiillllss

21

THE NEURODIVERSE SAFE WORK SOLUTION
3
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22

Looking through a different lens

TThhee  aabbsseennccee  ooff  aa  
ffoorrmmaall  ddiiaaggnnoossiiss  ddooeess  
nnoott  mmeeaann  tthheeyy  aarree  aannyy  

lleessss  nneeuurrooddiivveerrggeenntt

DDiiaaggnnoossiiss,,  ttrreeaattmmeenntt  
aanndd  mmeeddiiccaall  
mmaannaaggeemmeenntt

NNoott  eevveerryyoonnee  nneeeeddss  aa  
ddiiaaggnnoossiiss

DDiisscclloossuurree  ooff  aa  
ddiiaaggnnoossiiss  ==  MMeeddiiccaall  
MMooddeell  ooff  DDiissaabbiilliittyy

BBeeiinngg  aauutthheennttiicc

EEmmppllooyyeerr’’ss  PPrriimmaarryy  
DDuuttyy  ooff  CCaarree  ttoo  eennssuurree  

ssaaffeettyy  aanndd  hheeaalltthh  ooff  
AALLLL  wwoorrkkeerrss

CCoonnsscciioouussllyy  iinncclluuddiinngg  
vvss  uunnccoonnsscciioouussllyy  

eexxcclluuddiinngg

GGoooodd  ffoorr  bbuussiinneessss
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WHAT’S DIFFERENT?

23

The environment was different.1

The value placed on the performer, the instrument 
and the repertoire by the institution and everyone who 
attended that performance.

2

The Boston Symphony and the audience knew 
what Bell could do.

3

They knew his worth.4

They created the right conditions to attract the 
audience that appreciated the performance enough 
to pay $100 a ticket for it.

5
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The Neurodiversity Movement

üThe Neurodiversity Umbrella Project -
raises awareness about neurodiversity 
illustrate the umbrella term that 
represents all of us.

üAAssssiissttaanntt  MMiinniisstteerr  ffoorr  AAuuttiissmm  - Emily 
Bourke (South Australia).

24NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©

We Will Rise

ü WWhhaatt’’ss  tthhee  ppooiinntt  ooff  ffiittttiinngg  iinn??  

ü II  wwaass  bboorrnn  ttoo  ssttaanndd  oouutt..  

ü AAcccceeppttiinngg  yyoouurrsseellff  iiss  tthhee  pprroocceessss  ooff  hheeaalliinngg

ü AADDHHDD  eennhhaanncceess  mmyy  vviissiioonn

ü CCrreeaattiivvee,,  ddrriivveenn,,  mmaassssiivvee  aammbbiittiioonn

ü EEqquuaalliittyy  -- lleett’’ss  eenndd  tthhiiss  ddiivviissiioonn

jj  GGrraannggee  22002222

25
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26

CONCLUSION

Natural 
variation in the 
human brain

Social Justice
Movement

Employer’s 
Primary Duty 

of Care

ü Joshua Bell took a cab - could 
not risk the violin being 
stolen or damaged.

ü Inherent value, unique 
talents, abilities of 
neurodivergent workers and 
keep them safe.

The Viscious Cycle 
of Non-Disclosure

Good for business

OHS 
Management 

Systems 
Approach

Person-Centered 
Approach

Consciously 
include vs 

Unconsciously 
exclude
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WANT TO 
KNOW MORE?

27

www.neurodiversesafework.com.au

@neurodiversesafework

@neurodiversesafework

www.linkedin.com/company/neurodiverse-safe-work

hello@neurodiversesafework.com.au

NEUORODIVERSE SAFE WORK – More than noise cancelling headphones ©



Mental Health Week 2022 online event key takeaways

31

 
 

 
 

1 Motivating, empowering and supporting employers with education and resources to create work that is 
healthy, safe, and inclusive for the neurodiverse workforce. 

PO BOX 502, North Lakes, 
Queensland 4509 AUSTRALIA 

 
(Phone) +61 7 3103 0556 

(Mobile) 0402 010 904 
 

hello@neurodiversesafework.com.au 

The Neurodiverse Safe Work Initiative provides education, resources and tools that assist employers adapt their 
health and safety management systems to accommodate the different ways that all workers think, learn, process 
and retain information, regulate emotions and attention, perceive and respond to risk, and experience the 
physical environment. 

Definitions 
Asperger’s Syndrome A milder form of Autism (ASD Level 1). It was removed from the DSM-5 in 2013 

and was incorporated into the diagnostic criteria for Autism. Some people still 
refer to their neurodivergence as Asperger’s or “Aspie”. 

Attention-
Deficit/Hyperactivity 
Disorder (ADHD) 

A condition characterized by inattention and/or hyperactivity and impulsivity. 
Symptoms must have been present before aged 12 and must impact two or 
more areas of a person’s life. There are three types:  

ü predominantly inattentive type 
ü predominantly hyperactive-impulsive type  
ü combined type 

Attention Deficit Disorder 
(ADD) 

The old term for ADHD that was removed from the DSM in 1987.  

Autism or Autism Spectrum 
Disorder (ASD) 

A condition characterized by difficulties with social communication and 
interactions and restricted, repetitive patterns of behaviour, interests and 
activities. There are three levels based on the severity of symptoms and care 
and support required by the individual. 

Dyslexia A condition characterized by difficulties with reading, writing and spelling.  
Dysgraphia A condition characterized by difficulties with written expression and 

handwriting. 
Dyscalculia A condition characterized by difficulties with mathematics, estimating 

distances, telling the time, remembering simple formulae such as percentages, 
adding, subtracting, dividing and multiplying. 

Dyspraxia or Developmental 
Co-ordination Disorder (DCD) 

A condition characterized by difficulties with gross and fine movement and 
balance. 

Executive Functions These are the mental processes that allow people to plan, regulate attention, 
remember instructions, filter distractions, prioritize tasks, set and achieve 
goals, and control impulses. 

Neurodivergent the term used to describe the less common type of neurological development 
and functioning estimated to affect 15 - 20% of the world’s population. 

Neurodiversity The concept that there is a natural variation in the human brain that leads to 
differences in how we all think and behave.  

Neuroinclusive the term used to describe a culture, organization or activity that is accessible 
to both neurodivergent and neurotypical people.  

Neurotypical The term used to describe the more common type of neurological 
development and functioning. It’s thought that 80 - 85% of the world’s 
population are neurotypical. 
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2 Motivating, empowering and supporting employers with education and resources to create work that is 
healthy, safe, and inclusive for the neurodiverse workforce. 

 
Obsessive-Compulsive 
Disorder (OCD) 

A condition characterized by a cycle of anxiety where obsessive and intrusive 
thoughts trigger repetitive behaviour or mental acts that temporarily relieve 
the person’s distress. 

Tic Disorders A tic is a sudden, rapid, recurrent, nonrhythmic motor movement or 
vocalization. Motor tics involve movements of the body and vocal tics involves 
sounds and/or words. There are two main types:  
ü Tourette Syndrome (TS) - involves multiple motor tics and at least one 

vocal tic.  
ü Chronic Tic Disorder (CTD) involved either motor or vocal tics. Both must 

occur several times a day and cause the individual distress and 
impairment.  

 
Neurodiversity Myth Busters 

1.  Myth Neurodiversity only refers to Autism. 

Fact Neurodiversity is the concept that there is a natural variation in the human brain that leads to 
differences in how we all think and behave.  

2.  Myth Only males are neurodivergent. 

Fact Neurodivergence affects both males and females but there can be differences in the 
presentation between males and females.  

3.  Myth Neurodivergence is a childhood problem that kids grow out of or learn to live with.  

Fact Neurodivergence is a neurological difference in the way the brain developed. It is usually 
genetic, and it is lifelong.  

4.  Myth Neurodivergence is an intellectual disability and neurodivergent people to be given simple 
tasks. 

Fact Intellectual disabilities can affect both neurodivergent and neurotypical people. 
Neurodivergence generally has nothing to do with intelligence. 

5.  Myth Neurodivergent people have little chance of being successful and need a lot of support and 
supervision. 

Fact Some of the most successful entrepreneurs, artists, athletes and scientists are neurodivergent 
and credit their success to their neurodivergence. 

6.  Myth Neurodivergent people lack communication skills which can create tension in teams.  
Fact Everyone has a preferred style of communication and inclusion means allowing everyone to 

express themselves and communicate in a way that is effective for them.  
7.  Myth Neurodivergent people are best suited for jobs with repetitive tasks. 

Fact Repetitive tasks can be harmful for everyone. The risks of repetitive tasks must be assessed 
having consideration to human factors (like neurodivergence) that contribute to the risk.  

8.  Myth People use neurodivergence as an excuse for poor performance or to get a private office.  
Fact Most neurodivergent workers do not disclose their challenges or ask for anything that will draw 

attention to themselves. If they ask for help, it’s because they need it.  
9.  Myth If I give one person noise-cancelling headphones or a private office, everyone will want them. 

Fact Not every neurodivergent person needs noise-cancelling headphones. It’s important to tailor 
adjustments to the work based on the individual’s needs.   

10 Myth Autism is caused by vaccines. 

Fact The research that falsely reported a link between Autism and the MMR vaccine was found to be 
fraudulent, retracted by its co-authors and the journal that published it. The doctor who falsified 
the research was struck off the medical register. 
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3 Motivating, empowering and supporting employers with education and resources to create work that is 
healthy, safe, and inclusive for the neurodiverse workforce. 

Neurodiversity Strengths and Challenges at Work 
 Strengths Challenges 

Autism Memory, specialist skills including reading, 
drawing, music, computation, innovative 
thinking, compliance with rules and 
structure and detail observation. 

Time management; concentration and coping 
with multi-tasking; social and communication 
difficulties; need for routine.  
 

ADHD Creative thinking, visual spatial reasoning 
ability, hyperfocus, passion, courage, 
empathy.  

Time management, concentration, attention and 
self-regulation difficulties, insomnia, injury, 
absence, boredom, risk-taking.  

Dyslexia Entrepreneurial, creativity and cognitive 
control, visual reasoning, practical skills, 
visual skills and storytelling. 

Literacy, memory, organization, communication, 
self-esteem, organizational skills, time 
management, stress management. 

Dyscalculia Creativity, strategic thinking, practical 
abilities, problem-solving, intuitive, love of 
words and language.  

Numbers, formulae, math-based problems, 
telling time and direction, poor visual and spatial 
orientation. 

Dysgraphia Listening skills and ability, memory, 
recalling oral details, storytelling ability. 

Organizing/articulating thoughts and concepts 
on paper. Difficulties with grammar, syntax and 
comprehension. 

Dyspraxia High verbal comprehension and reading 
ability. Innovative and creative thinkers.  

Driving/operating equipment, self-care, 
organization, communication, self-esteem, 
clumsy or accident prone. 

Tic 
Disorders 

Creative thinkers, perceptually acute, high 
energy, empathy, successful and quick 
completion of tasks they enjoy.  

Written language, disinhibition, anxiety, fear of 
risks, oppositional behaviours, difficulty with 
transitions, attentional difficulties. 

OCD Creativity, attention to detail, high-drive, 
energy, motivation and empathy. 

Anxiety, compulsive/repetitive acts that may be 
harmful, fear of harm, intrusive thoughts, 
hypervigilance. 

 
Neurodiversity Adjustments at Work 
We all need different things to be able to perform. These are some adjustments to think about but it’s important 
to tailor adjustments to the needs of the worker in the context of the hazards of the work and to keep adjusting 
these as circumstances change.  

Flexible work hours Flexible start/finish times and rosters; work from home to reduce sensory 
overwhelm and fatigue related risk. 

Adjustment to the work 
environment 

To reduce sensory overwhelm assess lighting, smells, sounds, colour, 
movement. Consider breakout/chillout spaces for personal downtime.  

Assistive technology Speech-to-text, text-to-speech, mind-mapping software, specialist 
spelling and grammar checkers, readability features, plain language, 
timers and notifications, accessibility plugins, screen readers.  

Team skills development For supervisors, co-workers, teams to learn how to work inclusively. 
Executive Function Coaching Identify personal challenges, hazards and demands of the job, provide 

coaching to the worker to work with strengths and scaffold challenges.  
Personal Protective Equipment 
and Clothing 

To reduce sensory overwhelm consider textures, smells (e.g. masks), 
fasteners, labels etc. Consider higher order controls.  

Buddy Systems Encourage workers to team up as buddies to support each other, remind, 
help and encourage each other to be accountable.  
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4 Motivating, empowering and supporting employers with education and resources to create work that is 
healthy, safe, and inclusive for the neurodiverse workforce. 
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Commonwealth gold medallist, small business owner and psychological health champion 
Hayley Lewis is proud to be Queensland’s Mental Health Ambassador.

Hayley delivers a personal message on the importance of mental health and wellbeing and 
reducing the stigma associated with mental illness.
The mother of two is passionate about mental health and with the help of WHSQ has been 
encouraging workers and employers to ensure their workplaces are mentally healthy.

"Mental health impacts everything and everyone. Sadly, often we don't realise just how bad it 
really is until we suffer or experience a tragedy.”
Hayley shares her story of navigating through difficult times as an athlete, a mother, a sister, a 
wife, a high-profile TV personality and a small business owner.

“Having that safe workplace is just something that's right at the top of my priority along 
with my own mental health. Sometimes you're too scared to say, are you okay? Through my 
ambassadorial role, I hope to be able to change that just a little bit. To help people understand 
that by speaking up and saying that you're not coping, or you are finding things a bit difficult, 
that it's actually an empowering thing.” – Hayley Lewis

Watch this clip!

View Hayley's story

Hayley shares her story of navigating through difficult times as an 
athlete, a mother, a sister, a wife, a high-profile TV personality and 
a small business owner.

https://www.worksafe.qld.gov.au/resources/campaigns/ambassadors/hayley-lewis-queensland-mental-health-ambassador
https://www.youtube.com/watch?v=PtD49ECw4yM&feature=emb_imp_woyt
https://www.youtube.com/watch?v=PtD49ECw4yM
https://www.youtube.com/watch?v=PtD49ECw4yM&feature=emb_imp_woyt
https://www.youtube.com/watch?v=PtD49ECw4yM&feature=emb_imp_woyt
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Commissioned by CheckUP (coordinator of Queensland 
Mental Health Week), the painting is Leah’s interpreta-
tion of the theme 'Awareness, Belonging, Connection' 
and tells a story of connecting to a healthier life, "back 
to the ways of our ancestors", and the important role 
country and community play in people's social and 
emotional wellbeing.

This piece is inspired by our need to connect – a strong-
er connection creates a better life.
Leah Cummins.

Amongst the plethora of beautiful colours and patterns 
used in the artwork and overall visual identity are sev-
eral with multi-layered meanings. Purple (for positivity, 

empowerment, belonging, bravery, and encouragement 
of creativity) and green (for balance, harmony, personal 
development, self-acceptance, compassion for self and 
others, renewal, love of nature, and a love of family, 
friends, pets, and home) feature predominately as the 
official colours for Queensland Mental health Week. The 
footprints represent different people’s journeys with 
their mental health and the rivers that flow in this paint-
ing have people sitting around the waterholes in green.

To enable a diverse array of uplifting promotional assets 
to be created, Leah provided the piece in both painted 
and digital formats. Leah’s message to the Queensland 
community through this artwork is one shared with love 
and harmony. Learn more about Leah and the artwork

Learn more about the artwork and theme

The new theme for Queensland Mental Health Week (QMHW) in 2022 is ‘Awareness, Belonging, Connection’, 
reflecting the important factors that help people maintain positive mental health and wellbeing.
• Awareness is about understanding the things we need to maintain and boost our mental wellbeing, and 

knowing when we need to reach out for help and where to get it.
• Belonging is about looking out for each other, ensuring we feel safe and supported, and understanding that 

however we feel, we’re not alone, and that there are others going through the same thing.
• Connection is about our relationships with our friends, families, and those that we care about, as well as the 

groups, clubs, and networks around us that we rely on to help keep us happy and healthy, wherever we live, 
work, or play.

Informing the visual identity for Queensland Mental Health Week in 2022 is the artwork 'Stronger connection 
creates strong health' by proud Mayi woman Leah Cummins.

https://www.worksafe.qld.gov.au/resources/campaigns/mental-health-week/learn-more-about-the-artwork-and-theme
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Mentally healthy workplaces toolkit 

The mentally healthy workplaces toolkit aims to help employers, 
managers, and leaders manage psychosocial risks and create 
workplace environments that are mentally healthy.

Use the guidance material and practical resources in this toolkit to 
facilitate positive steps towards a mentally healthy workplace. 

About this toolkit

Office of Industrial Relations 
Workplace Health and Safety Queensland

worksafe.qld.gov.au

The tools, checklists,  
activities, videos and case 
studies can be accessed when 
you see one of these icons:

Tools Checklists Activities Video Case study

Mentally healthy workplaces toolkit 

The mentally healthy workplaces toolkit aims to help employers, 

managers, and leaders manage psychosocial risks and create 

workplace environments that are mentally healthy.

Use the guidance material and practical resources in this toolkit to 

facilitate positive steps towards a mentally healthy workplace. 

About this toolkit

Office of Industrial Relations 

Workplace Health and Safety Queensland

worksafe.qld.gov.au

The tools, checklists,  

activities, videos and case 

studies can be accessed when 

you see one of these icons:

Work-related stress is estimated to 
affect around 32% of Australians.

The Mentally healthy workplaces toolkit aims 
to help employers, managers and leaders 
eliminate and minimise risks to psychological 
health and create workplace environments that 
are mentally healthy.

The toolkit includes useful guidance material 
and practical resources to facilitate positive 
steps towards a mentally healthy workplace.

Download the toolkit today.

Workplace Health and Safety Queensland

Imagine a workplace where workers want to go every day 
and come home healthier than when they left.

A workplace where workers feel supported, engaged and satisfied and your 
business is operating as efficiently and effectively as possible.

Mentally healthy workplaces are good for everyone.

So let's begin.

WorkSafe.qld.gov.au Watch this clip!

https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health/mentally-healthy-workplaces-toolkit
https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health/mentally-healthy-workplaces-toolkit
https://www.worksafe.qld.gov.au/safety-and-prevention/mental-health/mentally-healthy-workplaces-toolkit
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