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Workplace bullying  
costs Australian  
employers between 

$6-$36 
billion 
every year. (Productivity Commission) 

This includes indirecT cosTs 
such As AbsenTeeism, Turn-
over, loss of producTiviTy And 
legAl cosTs. (Human Rights Commission)

“ While work pressure was previously  
the main cause of serious mental 
stress claims, in the last 12 months, 
the proportion of serious mental 
health claims related to harassment  
or workplace bullying has increased to 
a level equal to that of work pressure”

– and on average  
mental health stress 
claims cost twice 
as much as physical 
claims. (Comcare 2011)

Workcover in NSW 
investigated 1165 
complaints over a 
2 year period. (2008-10)

Their daTa revealS ThaT There 
Were 2400 WorkerS compeNSaTioN 
claimS aS a reSulT of Workplace 
bullyiNg, coSTiNg The ecoNomy

more than   $60 
million
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Regulatory frameworks
There are a number of complex, and someTimes 
conTroversial, issues associaTed wiTh work-
place bullying, including:
•	 	Defining	bullying

•	 	Resistance	to	reporting

•	 	Prevalence	of	false	claims

•	 	Absent	or	problematic	case	management

•	 	Lack	of	follow-up	procedures	and	skills.

	

how does The law view bullying?
Australian law doesn’t have a category into which ‘bullying and harass-
ment’ neatly fits, and this contributes to the uncertainty surrounding how 
to deal with such behaviour.	

An	allegation	of	bullying	might	be:

•	 	A	workers	compensation	issue

•	 	A	discrimination	issue

•	 	An	occupational	health	and	safety	issue

•	 	A	factor	in	unfair	dismissal	or	other	termination	disputes

•	 	Or	even	a	matter	for	criminal	law	–	Victoria	now	has	anti-bullying	legislation	
(akin	to	anti-stalking	laws).

	

Under	National Harmonisation,	the	new	WHS	Act	defines	‘health’	as	both		
physical	and	psychological	health,	and	hence,	the	duty	to	ensure	health	and	
safety	extends	to	the	mental	health	of	workers.	As	well,	Safe	Work	Australia	
has	released	a	draft	Code	of	Conduct	relating	to	workplace	bullying,	which	
attempts	to	define	bullying.	This	has	proved	contentious	–	for	some,	it	is	too	
broad	and	general	to	be	useful	–	to	others,	it	is	not	broad	enough.

in your organisation, is bullying one of 
those things that is hard to define, but we 
know it when we see it?

or do you have a bullying situation when-
ever someone says they have been bullied?

handling divergent objective and subjective  
views is another of the problems.
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Are you confident  
that everyone in your 
workplace can work  
in an environment  
that is free of  
psychological and 
physical abuse?
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With the reported rise in bullying in  
the workplace, the number of formal  
grievances increasing and national  
legislation to deal with bullying pending,  
we believe that it is the right time for  
organisations to equip their people to be 
able to constructively deal with conflict 
in the workplace.
A great deal of time and energy can be expended in dealing with individual 
cases of bullying and harassment as they arise. While it is very important to 
manage these complaints professionally and compassionately, it would be 
remiss of an organisation not to start to address some of the causes.

Bullying – a risk  
management approach

The SafeTyhazard iniTiaTive SeekS To  
creaTe a more harmoniouS and collaboraTive  
environmenT in Three wayS:

1
2

3

Effective case management
To deal with incidents of bullying and harassment  
when they occur

Constructive communication 
skills
To build skills for dealing with workplace conflict and 
engender collaboration

Positive culture development
To create a system of working together that enables  
constructive communication and inhibits bullying behaviour.
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The workshops form part of an integrated offering that includes:

•	 	Consulting	in	grievance	procedures

•	 	Investigation

•	 	Mediation

•	 	Group	conflict	facilitation

•	 	Organisational	development

•	 	Legal	advice	and	support.

	
The	SafetyHazard	Initiative	offers	an	integrated	approach	to	managing	and	
reducing	incidents	of	bullying	and	harassment	in	the	workplace.	When	people	
are	skilled	in	constructive	communication	and	are	supported	in	a	positive		
environment,	it	places	the	organisation	in	the	best	position	to	flourish.	Instead	
of	energies	being	directed	internally	towards	attack	and	defence,	people	can	
direct	their	energies	into	building,	and	participating	in,	a	workplace	community.

The benefits of a positive workplace are 
obvious – happier, more productive people  
who can focus their skills and abilities  
towards reaching the organisational goals 
without fear or distraction.

The framework is based on the 
work of David Moore (PhD), a  
specialist in restorative justice and 
a practitioner in resolving and  
reducing workplace conflict for 
over 20 years. David Williamson  
based a series of plays, ‘The Jack 
Manning Trilogy’, on David’s work, 
and more recently, Michael Rymer 
produced a film of the first play, 
‘Face to Face’. David’s unique 
insights and proven processes will 
be introduced to assist individuals, 
teams and organisations to manage, 
communicate, negotiate and  
collaborate more effectively.

David’s expertise is backed by our 
network of WHS and legal specialists,  
psychologists, organisational  
development practitioners and 
learning specialists. Workshops are 
brought to life through a blend of  
the organisational sciences and the 
arts, creating a uniquely engaging 
experience. They are practice based 
with a practical, hands-on focus.

> See page14 for David Moore’s full bio.
Photos from film ‘Face to Face’
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Where is your energy going?

 

It is easy to find yourself focusing the majority of your energy on the individual 
cases and accusations of bullying as they arise – after all they are there and 
they need your attention. This may mean however that you are spending a lot 
of time addressing the symptoms of unconstructive workplace relationships, 
and policing behaviour, with limited resources going into preventing bullying, 
by promoting a positive workplace.

The SafetyHazard approach is to invert the pyramid and help you spend more 
time on creating a positive workplace and developing skills in constructive 
conversations, so that you spend less time having to deal with incidents.

hoW do We vieW bullying?
Many current approaches to workplace bullying are premised on the  
assumption that the problem is best addressed by answering the retributive  
questions: “Who has done the wrong thing? and “What should we do to them?”  
An alternative ‘restorative’ response is guided by the questions “What has  
happened?”/“What is happening?” and “How have people been affected?”/ 
“How are people being affected?”

When organisations begin to ask these questions, they are moving beyond 
simply reacting to the problem, and beyond merely preventing the problem. 
They are beginning to move to promoting whatever minimises the likelihood of 
the problem. If organisations are to move beyond simply reacting to workplace 
bullying (with punitive responses), and beyond seeking merely to prevent work-
place bullying (with laws threatening damage to the organisation), there needs 
to be a better understanding of what needs to be promoted.

Promoting healthy workplaces, in which bullying is minimised, requires a 
shift of emphasis from detecting the presence of destructive behaviours, to 
identifying and addressing the absence of constructive communication and 
supportive systems.

Bullying is likely to be minimised in workplaces where constructive communication 
is actively promoted, in the form of specific skills and techniques, used within 
the requisite structure. To achieve and maintain the right skills, habits, social 
dynamics, systems and structures requires continuous adaptive change.

The thinking behind our approach
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WhErE is your EnErgy going?
It is easy to find yourself focusing the majority of your 
energy on the individual cases and accusations of 
bullying as they arise – after all they are there and they 
need your attention. This may mean however that you 
are spending a lot of time addressing the symptoms of 
unconstructive workplace relationships, and policing 
behaviour, with limited resources going into preventing 
bullying by promoting a positive workplace. 

The Primed approach is to invert the pyramid 
and help you spend more time on creating a positive 
workplace and developing skills in constructive 
conversations, so that you spend less time having to 
deal with incidents.

hoW do WE viEW bullying?
Many current approaches to workplace bullying are 
premised on the assumption that the problem is best 
addressed by answering the retributive questions:  
‘Who has done the wrong thing?’ and ‘What should we do 
to them?’ An alternative ‘restorative’ response is guided 
by the questions ‘What has happened?’ /  
‘What is happening?’ and ‘How have people been 
affected?’ / ‘How are people being affected?’ 

When organisations begin to ask these questions, 
they are moving beyond simply reacting to the problem, 
and beyond merely preventing the problem. They are 
beginning to move to promoting whatever minimises 
the likelihood of the problem. If organisations are to 
move beyond simply reacting to workplace bullying 
(with punitive responses), and beyond seeking merely 
to prevent workplace bullying (with laws threatening 
damage to the organisation), there needs to be a better 
understanding of what needs to be promoted. 

Promoting healthy workplaces, in which bullying is 
minimised, requires a shift of emphasis from detecting 
the presence of destructive behaviours, to identifying and 
addressing the absence of constructive communication 
and supportive systems. 

Bullying is likely to be minimised in workplaces where 
constructive communication is actively promoted, in the 
form of specific skills and techniques, used within the 
requisite structure. To achieve and maintain the right 
skills, habits, social dynamics, systems and structures 
requires continuous adaptive change. 

 The thinking behind our approach

CommuniCaTion

PromoTing a 
PosiTivE WorkPlaCE

ConsTruCTivE 
CommuniCaTion 

skills

griEvanCE 
handling

bullying 
PoliCiEs

griEvanCE  
handling
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An integrated framework
level Focus Activities Processes initiAtives

Individual Grievances Responding to  
individual accusations  
of bullying

case  
management

•  Grievance management training  
and process consulting

•  Investigation
•  Mediation
•  Conferencing method for group  

conflict resolution

Social Collaborative  
problem solving

Building capability to 
manage workplace 
conflicts as they arise 
and preventing them 
from escalating

skill  
development

Interactive workshops with skills 
developed in:
•  Resilience
•  Basic dispute and conflict handling
•  Responding to group conflict
•  Principles of strategic negotiation

Systemic Building and  
strengthening a  
culture of positive 
workplace  
relationships

Promoting positive 
workplace behaviours  
and practices to  
significantly reduce the 
likelihood of bullying 
occurring

organisational  
development

Positive Culture program
•  Integrating what has been learnt in 

the skill development workshops and 
applying the skills to a way of being  
in the organisation

Leadership programs
•  Facilitating constructive meetings
•  Motivational coaching and feedback



PAGE 9

WORKPLACE 
BULLYINGSafetyHazard

Process revieW And trAining
Let’s start at the top of the pyramid – effectively responding to the complaints 
of bullying you might have received. For any organisation it is imperative that 
grievance handling procedures, regardless of the nature of the complaint, are 
seen as fair and equitable for all parties involved.

We offer:

•  A review of the grievance procedures

•  Visual communication of the procedures to enable easier and more  
consistent application

•  Training for those officers in your organisation that handle grievances – including 
both the process and the emotional intelligence to deal with the situation

•  A grievance hotline

•  Leadership training that enables managers to recognise incidents and  
patterns of conflict, and respond appropriately to resolve them.

 
As with all our workshops, the training is based on scenarios with an organisation  
specific context. Participants draw their own conclusions based on the tools they 
are given, and apply their learning to realistic situations with the help of our actors.

consulting services
There are times when it is beneficial, for a range of reasons, to have an external 
person become involved in resolving workplace conflicts.

We offer services in:

Investigation  Personnel with HR expertise can conduct an independent 
investigation on your behalf. At the conclusion of the investi-
gation a report is provided for you to action at your discretion.

Assisted Assisted negotiation is often offered when two individuals are  
Negotiation   unable to resolve a workplace conflict on their own or with the 

help of their manager. The process allows for the expression 
of both points of view and may include separate meetings with 
both parties before they are brought together. A skilled negotia-
tor can help take some of the heat out of the dispute or conflict 
and assist the parties to put forward workable solutions.

Group conflict We utilise a group conferencing method developed by  
resolution  David Moore (PhD). The method brings together people  

affected by the conflict to facilitate understanding and  
generate a collective response to the issue.

 

Helping you effectively  
respond to accusations of bullying
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Effective case management in more detail…
Assisted  
negotiAtion

Helps disputants resolve their dispute by clarifying/ 
reframing issues, distinguishing:
•  People from problems
•  Where people want to be from how to get there
•  Optimal ways of getting there

Total time required: 2 days

diAlogue  
With  
solutions™

Structures our conflict and structures in cooperation 
with a meeting format that identifies in sequence:
•  General experiences
•  Specific problems
•  Optional solutions
•  Optimal solutions

Total time required: 2 days

conFerencing Brings together everyone affected and helps participants 
transform conflict into cooperation by considering:
•  What happened
•  How people have been affected
•  How best to improve the situation

Total time required: 2.5 days

conFlict  
coAching & 
relAtionshiP 
counselling

Assists an individual to develop practical ways to 
resolve disputes and enhance conflict and relationship 
management skills

Total time required: 5-10 x 2 hour sessions

grievAnce  
Procedures

•  Review and revision of current procedures
•  Present in a visually compelling way
•  Training WHS and HR staff to diagnose effectively and 

choose appropriate processes and develop effective  
diagnostic interviewing in response to difficult work-
place situations (improving decision-making) (1.5 days)

•  Review at 6-8 weeks (2 hours)

grievAnce/ 
bullying  
hotline

•  A dedicated telephone number and a managed service 
that enables employees, contractors, suppliers and 
other relevant persons to anonymously report potential  
grievances, incidents of bullying

•  A central phone number and an email address are 
provided where staff can call or email concerns and 
gain advice

•  Monthly reporting and data analysis back to the  
organisation that will help identify sources of potential 
harm or risk

Costing is calculated on a per capita basis

investigAtions Gathers and reviews evidence:
•  Interviews (2 days)
•  Report with recommendations (2 days)
•  Feedback meeting on next steps (2 hours)

WHS and HR Specialists; Senior ExecutiveAuDIEnCE: 

ContentFocus area

ContentFocus area
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Four core modules are offered to  
assist organisations to develop skills in 
constructive communication, collaboration  
and managing workplace conflict. 
Each of the modules runs for approximately 3-4 hours and includes the use 
of professional actors to enact a series of realistic scenarios drawn from 
research in your organisation. Participants suggest subtle adjustments to 
particular techniques, played out by the actors, to see immediately what works 
and what doesn’t.

Managing the risk
resilience

Resilience is the capacity to endure distress and 
bounce back from challenging situations. This work-
shop helps participants to distinguish the qualities, 
tactics and support required to increase resilience both 
during stressful incidents and in chronically stressful 
situations.

bAsic disPute 
And conFlict 
hAndling

We all tend to have patterned responses to disputes 
and conflicts as they arise. This program helps people 
to distinguish between disputes and conflicts, match 
the process to the situation and apply some practical 
techniques.

resPonding to 
grouP conFlict

Often the impacts of a conflict spread beyond just two 
individuals and affect the whole group. This workshop 
introduces the conferencing method of group conflict 
resolution and how it can be used.

PrinciPles  
oF strAtegic  
negotiAtion

This module is particularly useful for those engaged  
in complex negotiations where there is a danger of  
polarisation and unconstructive competitiveness.  
The technique provides an alternative to adversarial 
debate and position bargaining with an emphasis on 
understanding the other’s position, looking for common  
ground, generating options and considering the situation  
as a joint problem that needs to be solved.

1

3

4

2

ContentModule

Each of the modules is designed to build as a comprehensive development 
program or can be used individually as a stand-alone, strategic intervention. The  
scenarios used in the workshop are built from research into your organisation 
so that they are relevant, engaging and practical (the scenarios are representative  
only and do not portray any actual situations directly).

Our facilitators are experienced in conflict resolution and have practiced in this  
field for many years. This means that they can respond to the needs of the group  
as they arise.
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Having the skills for constructive  
conversations is the foundation for a  
positive workplace but those skills can  
go to waste if they are not supported by 
the organisation’s systems and culture.
We would value the opportunity to work alongside you to help you create  
a more positive, productive and flourishing culture:

•  We begin by researching the broader social dynamics in your organisation 
and assessing risk factors

•  We then drill down into some specific practices, situations and experiences, 
and distil these into themes that you might like to address

•  We get people talking and collectively evolving a cultural vision

•  We then help you to create a positive social movement by engaging teams, 
groups and networks in identifying and making the necessary changes.

 

Leadership is, of course, key to the success of any effort to mobilise,  
since behavioural cues are predominantly taken from the top. There are a 
series of leadership initiatives that develop core skills in leading positive, 
productive teams.

Assistance can also be provided in creating organisational development 
frameworks that will help you define and plan the steps involved in positively 
influencing your organisational culture.
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Find out what’s 
happening

Get people talkingTell the stories Get people moving Keep people moving

IM
PA

c
t
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 mobilising a positive workplace

Having the skills for constructive conversations is 
the foundation for a positive workplace but those 
skills can go to waste if they are not supported by the 
organisation’s systems and culture.

As part of the Positive Workplace Initiative we 
would value the opportunity to work alongside you 
to help you create a more positive, productive and 
flourishing culture.

  We begin by researching the broader social 
dynamics in your organisation

  We then drill down into some specific practices, 
situations and experiences and distil these into 
themes that you might like to address
  We get people talking and collectively evolving  
a cultural vision
  We then help you to create a positive social 
movement by engaging teams, groups  
and networks in identifying and making  
the necessary changes
Leadership is, of course, key to the success of 

any effort to mobilise since behavioural cues are 
predominantly taken from the top. Primed has a series 
of leadership initiatives that develop core skills in 
leading positive, productive teams.

Facilitating constructive meetings  
A series of meeting formats that get people talking, 
interacting and contributing
providing motivational coaching and feedback  
Carrot and stick motivational techniques can easily be 
construed as bullying in certain circumstances. What’s the 
alternative? This short workshop introduces the methods 
of encouraging intrinsic motivation and coaching. When 

someone feels as though they are not being forced, they 
are more likely to actively and energetically contribute to 
organisational goals.

Primed can also assist in creating organisational 
development frameworks that will help you define and 
plan the steps involved in positively influencing your 
organisational culture.FAcilitAting 

constructive 
meetings

A series of meeting formats that get people talking, 
interacting and contributing.

Providing  
motivAtionAl 
coAching And 
FeedbAck

Carrot and stick motivational techniques can easily  
be construed as bullying in certain circumstances. 
What’s the alternative? This short workshop introduces 
the methods of encouraging intrinsic motivation and 
coaching. When someone feels as though they are not 
being forced, they are more likely to actively and  
energetically contribute to organisational goals.

Controlling  
the risk
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The SafetyHazard: Workplace Bullying program is the result of a partnership between:

• �Safety�Consultants�Australia (Industry expert)

•  Primed�Change�Consulting (Organisational change consultants/Psychologists/Social Scientists).

ContaCt us
For more information on how we can assist you to create a more positive workplace please contact Safety Consultants 
Australia on 02 9906 4344 or by email on actnow@safetyconsultantsaustralia.com.au
www.safetyconsultantsaustralia.com.au

About us

Safety�Consultants�Australia is dedicated to providing consultancy and 
related Workplace Health and Safety advisory services, Australia-wide to 
all industries. We believe our most valuable asset is people and we have a 
strong focus on providing outstanding customer service for our clients.

Our safety coaches are WHS leaders with skills and experience in strategic 
influencing, cultural change, and coaching at all levels of the organisation  
to improve health and safety performance.

Primed specialises in engaging people in meaningful change, supporting 
organisations to mobilise their workforce to adapt to shifting conditions.

We develop bespoke programs interweaving the creative arts with the social 
sciences, creating a unique learning experience that promotes leadership, 
develops capability, improves performance and manages change.

Coleman�Greig offers highly practical legal, 
compliance and risk management advice  
and representation, on a wide range of  
employment issues. We support WHS, HR and  
management in working through workplace 
situations, including bullying and harassment 
allegations, with a view to avoiding litigation, 
but also putting clients in the best position 
possible if a dispute ensues.  

As well as advice on particular problems, 
Coleman Greig’s employment lawyers provide 
down-to-earth training and workshops, with a 
focus on equipping clients to avoid problems 
before they arise.

© Safety Consultants Australia 2012.  All rights reserved.
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David Moore works as a:

•  facilitator (negotiation, mediation, workplace conferencing);

•  designer (training and conflict management systems);

•  writer (scripted scenes for live and recorded performance); and

•  academic (research and teaching).

David’s work supports individuals and organisations to communicate constructively 
and change adaptively. Much of this work has been done as Principal Consultant with 
Sydney-based Primed Change Consulting [www.primed.net.au]. Since returning to Melbourne  
in 2005, David has also consulted independently, and been a founding committee member 
of the Victorian Association for Restorative Justice [www.varj.asn.au].

David has taught in politics, history, law, and peace and conflict studies at Melbourne, 
Charles Sturt, La Trobe and Queensland universities. He holds a Masters Degree (political  
and economic history) from Melbourne university and a PhD (history and psychosocial 
theory) from Griffith university, and has published extensively in conflict management and 
organisational governance.

At Charles Sturt, David coordinated the Justice Studies program and was involved in  
international reforms using the Conferencing process in the justice system. David  
subsequently worked in the Office of the Queensland Premier and Cabinet before  
co-founding Transformative Justice Australia (TJA).

From 1996-2002, he trained Group Conference facilitators in Australia, north America and 
Europe, and provided facilitation and training services to Australian organisations across 
government, community and corporate sectors. This work inspired David Williamson’s 
Jack Manning Trilogy of plays: Face to Face, A Conversation, and Charitable Intent (1999-2001)  
and Michael Rymer’s award-winning (2011) film of Face to Face. 

For more information on how we can assist you to create a more positive workplace please contact Safety Consultants Australia  
on 02 9906 4344 or by email on actnow@safetyconsultantsaustralia.com.au  www.safetyconsultantsaustralia.com.au

Linda is General Manager, Safety Consultants Australia and the owner of Primed 
Change Consulting, founded in 2003. She is a registered psychologist, member of the 
Safety Institute of Australia, and Fellow with the Royal Society for the encouragement  
of the Arts, Manufacturing and Commerce (RSA).  

Primed’s founding vision was to create a uniquely engaging learning experience by  
interweaving the creative arts and organisational sciences.  

Linda, together with a network of writers, producers, actors, video producers and visual  
designers, has been responsible for some of the most engaging change initiatives in Australia. 
One of Primed’s core methods is RealPlay. using live performance and/or video production, 
participants explore issues and alternatives in a profoundly engaging way. Scenarios are  
thoroughly researched and scripts written specifically for the client organisation.   

With a background as a psychologist and having held senior roles in both Government  
and Corporate Sectors, Linda brings a profound perspective from a wide range of consulting  
assignments.

Primed’s greatest strength is its ability to mobilise organisations towards positive change, 
and now brings that strength into a focus on safety. 

Linda is a specialist in addressing bullying, with a long history in implementing State 
Government policy, investigating incidents, reviewing Grievance Procedures, addressing 
conflict through facilitating workplace conferences and providing culture change. She is 
also an Executive Coach who specialises in career transitions, supporting the first 90 days 
in senior appointments, as well as conflict management and coaching.

Specialties:

• Safety Behaviours/Culture 

• Anti-bullying Strategy & Case Management 

• Conflict Management 

• Organisational Development and Culture Change 

• Executive Coaching.

david moore linda scott


