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Disclaimer: The Environmental Scan is based on a limited literature search and key informant interviews. The approach 
taken in this Environmental Scan differs from others produced by ISSCR in that a defined list of contacts to interview was 
provided by the Public Sector OHS Improvement IDC.  The intent is to provide a snapshot of information on current and 
emerging approaches to workload management using all reasonable efforts within the timelines. It is not an exhaustive 
account of all current and emerging practices in the Victorian public sector nor does it seek to evaluate the different 
initiatives identified, or examine the nature of workload. This analysis seeks to identify major themes relating to workload 
management and to provide examples of initiatives in place or being considered. This Environmental Scan is part of a larger 
stream of work on primary care (ISCRR Project 207) and should be considered along with other evidence e.g. the Evidence 
Review and Implementation Guide. ISCRR is a joint initiative of WorkSafe Victoria, the Transport Accident Commission and 
Monash University. The opinions, findings and conclusions expressed in this publication are those of the authors and not 
necessarily those of WorkSafe Victoria or ISCRR. 
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Table 1. List of organisations that were interviewed as part of the Environmental Scan 

 
  

No  Organisation 

 

Victorian Public Sector  

1 Department of Economic Development, Jobs, Transport and Resources 

2 Department of Education and Training 

3 Department of Environment, Land, Water and Planning 

4 Department of Treasury and Finance 

5 Department of Justice 

6 Department of Health and Human Services 

7 Department of Premier and Cabinet 

8 Victoria Police 

9 Victorian Public Sector Commission 

10 WorkSafe Victoria  

Unions and associated bodies  

11 Australian Education Union 

12 Australian Nursing and Midwifery Foundation 

13 Community and Public Sector Union 

14 Health and Community Services Union 

15 The Police Association of Victoria 

16 Victoria Trades Hall Council 
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A B B R E V I A T I O N S  

AEU   Australian Education Union 

ANMF   Australian Nursing and Midwifery Foundation 

CPSU   Community and Public Sector Union 

DEDJTR   Department of Economic Development, Jobs, Transport and Resources 

DELWP   Department of Environment, Land, Water and Planning 

DET   Department of Education and Training 

DHHS   Department of Health and Human Services 

DoJR   Department of Justice and Regulation 

DPC   Department of Premier and Cabinet 

DTF   Department of Treasury and Finance 

HACSU   Health and Community Services Union 

IDC   Interdepartmental Committee 

ISCRR   Institute for Safety, Compensation and Recovery Research 

OHS   Occupational Health and Safety 

ROM   Regional Operations Module 

TPAV   The Police Association of Victoria 

VicPol   Victoria Police 

VPS   Victoria Public Sector 

VPSC   Victorian Public Sector Commission 

VTHC   Victoria Trades Hall Council 
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E X E C U T I V E  S U M M A R Y  

Background 

Workload has been identified as one of 13 Psychosocial Risk Factors that impact on mental health and 
wellbeing in the workplace.1 High workloads and poor workload management are continually reported as the 
number one stressor for employees in the workplace and is known to cause work-related stress, leading to 
poor health, absenteeism and staff turnover.2  

Effective workload management approaches are critical to employee productivity, positive mental health and 
wellbeing and work engagement. In April 2016, the Victorian Public Sector (VPS) Occupational Health and 
Safety Leadership Group committed to lead a whole of government approach to improving mental health and 
wellbeing across public sector employees. As a part of this work, the Public Sector OHS Improvement 
Interdepartmental committee (IDC), through WorkSafe Victoria, commissioned this project to support the 
development of a Victorian whole of government approach to mental health and wellbeing, focusing on 
workload management. 

This Environmental Scan was conducted to answer the following questions: 

1. What are the current initiatives for workload management that have been implemented or are being 
considered in the VPS? 

2. What approaches for workload management are in development or emerging in other Australian 
jurisdictions and internationally?  

Approach 

An environmental scan was conducted to provide a snapshot of current and emerging practice evidence for 
workload management in the VPS. Three methods were used to undertake the scan, firstly a worldwide 
desktop scan was undertaken to identify workload management initiatives from across the globe. Following 
this, a targeted desktop scan and key informant interviews were undertaken to identify current and emerging 
initiatives to workload management in the VPS. Participants were recruited through the Public Sector OHS 
Improvement IDC and include representatives from VPS Departments, organisations and representative Union 
bodies.  

What was found 

Current initiatives for workload management that have been implemented or are being 
considered in the VPS 

• Workload management was considered as being extremely important and needing attention across the 
VPS. 

• Numerous initiatives are in place across the VPS, ranging from specific risk-based approaches for 
frontline workers to informal approaches such as workplace support and wellbeing approaches for 
office workers. 

• Workload management initiatives are varied, ranging from supervisor/manager led strategies, 
organisational policies (prescribing performance development, working hours and ratios/caseloads), 
provision of support and resources, to risk assessments. 

• Emerging initiatives included complex resource forecasting models, improved risk screening and 
management, initiatives to streamline workflows, education and training, as well as a focus upon 
improving management training and support.  

• Many VPS organisations are proactively developing new initiatives to specifically improve workload 
management for frontline workers.  
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Approaches for workload management in development or emerging in other Australian 
jurisdictions and internationally 

• Workload management initiatives were identified around the world, comprising primarily of targeted 
approaches for frontline workers. 

• The strategies identified included risk screening, workload management guides, methods to streamline 
workload processes, and workload surveys. 

• Comparable organisations to those in the VPS have implemented workload management strategies 
relevant to the school system, police, child protection and the office environment. 

• Novel initiatives comprise of psychosocial risk screening, methods to reduce administrative burden and 
initiatives to improve workload management literacy. 

Factors that influence workload management  

Multiple factors that influence workload across the VPS were identified. To support the analysis, factors have 
been classified against the socio-ecological model, an important public health framework:3 

• System level: includes the nature of government, resource allocation and bureaucracy 
• Community level: includes community expectations and the influence of the media 
• Environmental level: includes the physical work environment, workplace culture and job descriptions 

and role clarity 
• Interpersonal level: includes manager-worker relations, the team environment and exposure to OHS 

risks 
• Individual level: includes individual attitude, capacity, and capability  

Major factors identified include the reactive nature of government, unexpected workload, resourcing and the 
ability to forecast, the influence of technology, manager-worker relations, and individual risk factors. 

Key messages 

• More work is warranted to define what a psychologically healthy workload looks like in practice  
• Workload management is influenced by a variety of factors at the system, community, environmental, 

interpersonal and individual levels 
• The effectiveness of many of the described initiatives in the VPS are currently not known and are not 

reported 
• Effective resourcing will need to be provided to address workload management issues in the VPS  
• Context-specific initiatives which enable employee buy-in and support positive manager-worker 

relationships are promising approaches to addressing workload management issues in the VPS  
• For effective workload management, strategies addressing factors at multiple levels will have the largest 

impact  
 

  



 

Environmental Scan 207 / 7 
 
 

1 .  B A C K G R O U N D  A N D  A P P R O A C H  

1.1 Workload management as a Psychosocial Risk Factor 

The Canadian Standards Association and the Bureau de normalisation du Quebec developed a set of standards 
entitled Psychological health and safety in the workplace, an evidence-based guide detailing 13 factors found 
to affect the mental health of workers.4 These psychosocial factors are considered elements that impact an 
individual employee’s response to work conditions and can cause or exacerbate psychological health 
problems.  The 13 psychosocial risk factors and their impacts are outlined in table 2 below:  

Table 2. The 13 psychosocial risk factors  

Risk factor type  Description  

Psychological 
support 

A psychologically supportive workplace environment proactively addresses employee mental 
health concerns. A perceived lack of psychosocial support can lead to absenteeism, withdrawal, 
conflict, strain, loss of productivity and increased risk of workplace accidents. 

Organisational 
culture 

A positive organisational culture is characterised by mutual trust, honesty and fairness and mutual 
values. Negative cultures promote dishonesty, can undermine program effectiveness, and can 
create stress in the workplace. 

Clear leadership 
and experiences 

Good leaders actively help employees understand what they need to do and how their work 
contributes to the organisation, as well as set an example for managing their stress and workload 
themselves. Leaders who do not show concern or set poor examples can undermine policy and 
programs intended to support employees and promote feelings of irritability and nervousness. 

Civility and 
respect 

Workplaces where employees are respectful and civil when interacting with each other, their 
stakeholders and their clients. A workplace lacking respect can lead to conflicts and withdrawn 
employees and lead to higher rates of grievances. 

Psychological 
competencies 
and requirements 

Workplaces where staff personal qualities and skills, both technical and emotional, match job 
requirements. Poor job fit leads to stain expressed as distress, defensiveness and lower moods. 

Growth and 
development 

Workplaces where employees are encouraged and supported to develop interpersonal, emotional 
and job-related skills with opportunities in and out of the office. Where the employee perceives no 
personal or work growth can become bored, resentful and drop performance. 

Recognition and 
Reward  

Fair and timely acknowledgement and appreciation of an employee’s efforts, both financial and 
inter-team celebrations. Lack of recognition and reward leads to lowered confidence and trust in 
the organisation, as well as staff turnover. 

Involvement and 
influence 

Employees who perceive that they are involved and able to contribute to decision-making 
processes in the workplace report increased engagement and positivity about their workplaces. 
When employees feel that they have no voice, it can lead to indifference and cynicism, turnover 
and burnout.   

Workload 
management 

The ability to complete allocated tasks within the timeframe and resources available. Where 
workload is not able to be managed effectively, employees report increased stress and fatigue and 
negative attitudes towards the employer.  

Engagement Employees who are engaged feel connected to their work and are committed to success. When 
employees are not engaged, it can lead to counterproductive behaviour, withdrawals, increased 
turnover and lowered productivity. 

Balance Recognition of the need to balance life demands including work, family and personal demands and 
the enablement of employees to have a work-life balance promotes wellbeing and job attachment. 
Lack of balance leads to job dissatisfaction, stress and poor mental wellbeing.  

Psychological 
protection 

Employees who are enabled to speak freely, ask questions and report mistakes without negative 
consequences. When employees are not psychologically safe, they feel threatened and become 
disengaged.  

Protection of 
Physical Safety 

Steps are in place to prevent workplace injury including policies and training and incidents are 
responded to seriously. Low confidence of workplace safety measures leads to both hazardous 
workplaces risking increased injury as well as lowered confidence in management and 
disengagement.  
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As one of the 13 psychosocial risk factors, workload management is defined by the work environment where 
tasks and responsibilities can be accomplished successfully within the timeframe and resources available. 
Good workload management practices promote productivity, job satisfaction and strengthen both the worker 
and organisation. 1 Conversely, the inability for a worker to manage their workload has been identified as the 
largest stressor in the workplace and leads to absenteeism, poor job satisfaction, disengagement and can 
affect mental wellbeing. Workload management is not just the volume of work, but also the extent to which 
employees have the resources such as time, equipment and support to do the work.1 

1.2 Framework for analysis  

This Environmental Scan has adopted two key theoretical frameworks to guide the analysis: 

1.2.1 The Extended Job-Demands Resources Model 

The Extended Job-Demands Resources Model provides the framework that underpins the definition of 
Workload Management and its role in work-related stress. The Extended Job-Demands Resources Model 
identifies work-related psychosocial factors, including workload, as having a critical influence on employee 
stress levels, mental health and work engagement. Having an excessive workload and/or lacking the resources 
required to complete one’s job has consistently been associated with stress, poor mental health, burnout and 
job disengagement.2 As shown in Figure 1 below, workload is one of several job demands that, along with job 
resources, contributes to psychological health and work outcomes and resources.5   

The model provides a mechanism to understand how the management of workload can improve psychosocial 
health, including ensuring that both job demands and resources are adequate.  

 

 

  

Figure 1 The Extended Job-Demands Resource Model  
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1.2.2 The Socio-Ecological Model  

In order to assess and categorise the factors 
that impact either workload or the ability to 
manage workload identified through the key 
informant interviews, this report has 
adopted a Socio-Ecological Model.3 The 
Socio-Ecological Model was developed to 
explain the complex interaction between an 
individual and their environment, which, in 
the case of workload management, can 
impact on their ability to manage workload 
and lead to psychosocial stress and burnout.  

The Socio-Ecological Model has five levels of 
influence, which interact to impact an 
outcome (see Table 3). 

 

Table 1 Factors influencing workload management against the Socio-Ecological Model 

Public 
Policy/System level  

Legislation, regulatory or policy making actions that impact workload management 
practices including government cycles, political will and the responsive nature of 
government. 

Community level  Community level factors such as the expectations and perceptions of government 
role and the influence of the media. 

Organisational level Organisational/environmental influences that impact on the ability to manage 
workload including: work types and roles, workload management policies and 
procedures (informal/formal), leadership practices and expectations, resourcing 
levels, management skills and knowledge in workload management as well as work 
environment factors such as technology availability and the workstation/work area. 

Interpersonal level  Interpersonal relationships and the social environment influencing workload 
including relationship with supervisor/manager and team members (support and 
assistance). 

Individual level  Personal factors of the individual worker that increase or decrease ability to 
manage workload including cognitive capacity, resilience, personal expectations, 
job satisfaction and personality factors. 

 
The Socio-Ecological Model has been used extensively to understand and inform various public health and 
violence prevention strategies.6-9 

1.2 Purpose 

The Public Sector OHS Improvement IDC is currently developing an evidence-based strategy to improve 
workload management in the Victorian Public Sector (VPS).  To help inform this, the IDC, through WorkSafe 
Victoria, requested that ISCRR undertake a review of current and emerging workload management strategies 
in the VPS. 

This Environmental Scan aimed to identify:  

1. What are the current initiatives for workload management that implemented or are being 
considered in the VPS? 

2. What approaches for workload management are in development or emerging in other Australian 
jurisdictions and internationally? 

Figure 2 The Socio-Ecological Model 
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This report is part of a larger project funded by WorkSafe Victoria (ISCRR Project 207). The project has multiple 
components in addition to the current Environmental Scan, including an Evidence Review and Implementation 
Guide. It will provide the Public Sector OHS Improvement IDC with an informative picture of current workload 
management practices within the VPS, a worldwide evidence review of effective workload management 
interventions, and a guide to aid decision making into implementation of new initiatives to better workload 
management practices within the VPS. 

1.3 Approach  

An Environmental Scan was conducted to provide a snapshot across the VPS of current and emerging workload 
management initiatives, as well as identifying factors that affect workload management in the VPS.  

There are three components to this Environmental Scan: 

• Worldwide desktop scan - a broad review of information published by a range of organisations relevant 
to workload management  

• Targeted desktop scan - targeted scan of VPS organisations to identify approaches and publications 
relating to workload management  

• Key informant interviews - Semi-structured key informant interviews with VPS and associated 
organisations to review current and emerging approaches to workload management and factors 
affecting workload management in the VPS.  

A total of 33 organisations were included in the scan, with 17 identified through the worldwide desktop scan 
and 16 VPS organisations included in the targeted desktop scan and key informant interviews. The 
organisations involved in this Environmental Scan comprise primarily of Victorian Government Departments 
and agencies, associated unions and representative bodies, as well as public sector organisations within 
Australia and overseas.  

The 16 VPS organisations were identified through consultation with members of the Public Sector OHS 
Improvement IDC. Key informant interviews ranged from 45-100 minutes and were conducted either face-to-
face or over the phone. Representatives were from various backgrounds within their organisations that 
included managers, health, safety and wellbeing representatives, OHS representations and human resources 
from Victorian Departments and agencies, and representatives with backgrounds in human resources, OHS 
and within specific vocations, they represent for unions and associated bodies. 

The same 16 organisations were also included in the targeted desktop scan to identify policies, procedures and 
initiatives related to workload management. An overview of the organisations included in the Environmental 
Scan and the approach to collating their information is provided in table 3 below.  

Table 3. Organisations included in the Environmental Scan  

No Organisation Nature of organisation Jurisdiction Desktop 
scan 

Interview 

1 Department of Economic 
Development, Jobs, Transport 
and Resources 

State Government Department Victoria   

2 Department of Education and 
Training 

State Government Department Victoria   

3 Department of Environment, 
Land, Water and Planning 

State Government Department Victoria   

4 Department of Treasury and 
Finance 

State Government Department Victoria   

5 Department of Justice State Government Department Victoria   
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No Organisation Nature of organisation Jurisdiction Desktop 
scan 

Interview 

6 Department of Health and 
Human Services 

State Government Department Victoria   

7 Department of Premier and 
Cabinet 

State Government Department Victoria   

8 Victoria Police State Government Department Victoria   

9 Victorian Public Sector 
Commission 

State Government Department Victoria   

10 WorkSafe Victoria  State Government Department Victoria   

11 Australian Education Union Trade Union  Australia   

12 Australian Nursing and 
Midwifery Foundation 

Trade Union  Australia   

13 Community and Public Sector 
Union 

Trade Union  Australia   

14 Health and Community 
Services Union 

Trade Union  Australia   

15 The Police Association of 
Victoria 

Trade Union  Victoria   

16 Victoria Trades Hall Council Union representative body Victoria   

17 ACT Department of Education 
and Training 

State Government Department Australian 
Capital Territory 

  

18 Department of Education and 
Communities 

State Government Department New South 
Wales 

  

19 Department of Premier and 
Cabinet 

State Government Department New South 
Wales 

  

20 QLD Public Service 
Commission 

State Government Queensland   

21 Office for the SA Public Sector State Government South Australia   

22 WA Department of 
Communities 

State Government Department Western 
Australia 

  

23 WA Department of 
Commerce 

State Government Department Western 
Australia 

  

24 WA Police Union Trade Union  Western 
Australia 

  

25 Treasury Board of Canada Government of Canada Canada   

26 Government of Nunavut, 
Canada 

Territory Government Canada   

27 Guarding Minds @ Work Health and safety research 
organisation 

Canada   

28 Ministry of Education Federal Government Department New Zealand   

29 Department for Education Federal Government Department United Kingdom   
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No Organisation Nature of organisation Jurisdiction Desktop 
scan 

Interview 

30 Health and Safety Executive Health and safety organisation United Kingdom   

31 Local Government Association Government association United Kingdom   

32 UNISONScotland Trade Union  United Kingdom   

33 Department of Human 
Services, Oregon 

State Government Department United States of 
America 

  

 

  



 

Environmental Scan 207 / 13 
 
 

2 .  F I N D I N G S  

2.1 Perspectives on workload management in the VPS  

The VPS monitors key mental wellbeing levels through the annual People Matters staff survey,10 which 
assesses employee ratings on issues such as job satisfaction and wellbeing. In the 2016 survey, a strong 
correlation between experiencing high to severe work-related stress and low employee engagement was 
identified, with those employees who reported high to severe work-related stress less likely to have positive 
experiences and views about their organisation and overall work environment. In addition, the employees 
were more likely to be unsatisfied with their jobs, frequently consider leaving their organisation and have 
negative views about their career opportunities in the VPS.11 These results are consistent with the research 
evidence-base which has found that job demands and workplace stress can lead to employee disengagement, 
job dissatisfaction, burnout and poor psychological health.2 

Key informants from both the VPS as well as bodies representing VPS employee interests were interviewed for 
this study. Participants included HR representatives, Managers, OHS Representatives and Managers from the 
VPS as well as representatives from unions and associated employee bodies to capture perspectives across the 
VPS. All participants reported a need to address employee mental health in the workplace to prevent mental 
injury and support overall mental wellbeing. Where workload management rested within this need was less 
clear, however, key informants were acutely aware that effective workload management initiatives were not a 
stand-alone solution and that other factors impact employee mental health and wellbeing. Further, an 
approach that focussed on the prevention of mental ill-health was the preferred approach among 
interviewees, however, a key theme that emerged was a lack of knowledge regarding what is actually required 
to achieve this, particularly at a scale as large as the VPS.  

In terms of effectively managing workload, no uniform approach across the VPS was identified. Workload 
largely flows from the top down, with initiatives and programs announced at ministerial level and 
Departments and agencies then needing to implement initiatives. Frequently, these initiatives are required to 
be implemented with little or no new resources, and without consideration of the flow on impacts on 
workload to other areas of the VPS or Departments. This in turn led to difficulties in appropriate workforce 
planning as well as recruitment practices and a need to use existing resources who did not always have the 
required skills or knowledge to undertake the role required.  

On a day-to-day basis, the management of workload was usually the responsibility of a worker’s manager and 
the main approach for issues management in relation to workload, especially for office-based workers, was an 
unstructured conversation between workers and their managers. Results of these discussions vary 
considerably depending on the manager in question. Formal guidelines existed for managers in regards to 
conducting a Professional Development and Progression (PDP) review, but these were usually conducted every 
6 or 12 months with a performance focus, not a workload review or mental health focus. 

A key theme that emerged from the key informant interviews was that it was unclear as to what constitutes a 
psychologically healthy workload. Office-based workers perform tasks based on their position descriptions, 
however tasks were not usually quantified or routinely monitored, and further it was common for workers to 
undertake tasks outside of those stipulated within their position description.  Details on what is a healthy 
workload for different job types would be useful.  

Workplace psychosocial risk was identified as more of a priority focus for front-line workers than office-based 
workers (not including administrative staff supporting frontline staff), as the former were considered more at-
risk of poor mental health due to the nature of their work (such as high exposure to critical incidents, 
prevalence of occupational violence and experience of vicarious trauma in the workplace). As a result, more 
formal practices for managing psychosocial risk for these roles were in place across the VPS including fatigue 
management approaches, rules regarding hours of work, mandated resting periods, and required staffing 
levels for incident management/stations set. Further, workers with known or publicised workload problems, 
such as teachers, nurses, corrections officers and child protection officers were also a focus. 
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2.2 Current initiatives for workload management that have been implemented or 
are being considered in the VPS 

The VPS comprises an extremely diverse workforce, and workload management initiatives varied considerably 
across different departments, job types and individual work teams. Our scan identified 26 initiatives that are 
currently in place which directly influence workload management practices in the VPS and a further 23 
workload management initiatives that were currently being designed, about to be launched or are being 
trialled in the VPS. Data related to the effectiveness of these initiatives were not collected and thus provide a 
description of current initiatives, rather than a review of what could be considered best practice. 

Overall, some government Departments had clearer workload management initiatives in place than others, 
with some having developed screening tools, policies and procedures specific for their workforces, while 
others relied on more informal practices such as interpersonal relationships and manager work distribution. Of 
note was a focus on frontline workers as these roles are considered to be at risk of being inadequately 
resourced given the rapid rise in population in Victoria and the rising need for services.  In particular, a focus 
on increased OHS and mental wellbeing risk assessments was identified in these organisations.   

Five categories of workload management initiatives currently in place or being considered across the VPS were 
identified: 

1. Policies and procedures – Policies and procedures capture formal legislation, regulation and policies 
in place directed at, or influencing, workload management. Policies and procedures were identified at 
multiple target levels including at a whole-of-VPS level, a Department level and at the occupational 
level which were in place to assist in the management of workload.   

2. Work allocation models – Work allocation models captures initiatives that were used to distribute 
work to individuals whereby multiple employees are undertaking the same role. These models 
directed the number of cases an agent could take on, number of teaching hours and staffing levels.  

3. Risk assessments – Risk assessments capture initiatives that were in place, which aimed to predict 
resourcing needs, identify psychosocial risks and report incidents. These approaches also capture 
monitoring initiatives such as the people matters survey. 

4. Workplace supports – workplace supports capture initiatives implemented at the 
organisational/Departmental levels to support employees such as supervision models, professional 
development planning, HR + OHS supports, technology, advice lines and employee assistance 
programs.  

5. Education and training – education and training captures initiatives in the area of providing courses, 
information and/or training to build knowledge and skills in the area of workload management.  
 

The current and emerging initiatives for workload management identified through the targeted desktop scan 
and key informant interviews with VPS staff are outlined against these five categories below. 

2.1.1 Policies, procedures and guidelines  

Key informants frequently identified relevant policies, procedures and guidelines that were in place at a 
Government/Departmental level that influenced workload management in the VPS. In contrast to other 
initiatives identified, policies and procedures were general in nature and applicable to all employees, including 
Departmental/office based workers.  

Policies, procedures and guidelines were developed with the aim of providing frameworks for VPS employee 
working conditions and processes for their implementation. Of the policies identified, only the Victorian Public 
Service Enterprise Agreement mentioned workload explicitly.12 The other identified policies, procedures and 
guidelines had a broader focus but were identified as key enablers to workload management, including 
provisions for flexible working arrangements and guidelines for overall management, which included aspects 
of work allocation/distribution practices. Related documents exist, such as the WorkSafe Victoria – Guidebook 
for Employers in Preventing and Managing Work-Related Stress which is a valuable resource for VPS workers. 



 

Environmental Scan 207 / 15 
 
 

2.1.1.1 Policies, procedures and guidelines for office workers/all employees  
A key overarching document applied across the VPS is the Victorian Public Service Enterprise Agreement. This 
agreement outlines the agreed conditions of employment for VPS Departmental employees including wages, 
hours of work, leave provision and OHS arrangements for employees.12  Within the agreement, several 
sections detail arrangements that were identified as influencing workload, including:  

• Individual Flexibility Arrangements – provisions for employees and employers to enter into flexibility 
arrangements to support reduced work hours, changes in patterns of work or changes in location under 
certain circumstances such as caring responsibilities.  

• Workload – the 2016 agreement provides a section on Workload which details work allocation practices 
and stipulates the requirement for work allocation in line with the employee’s hours of work, health, 
safety and welfare. 

• Home Based Work – provision for employees to undertaken home based work arrangements on 
agreement with the employer.   

• Hours of work – the agreement stipulates ordinary hours of work for employees as 76 hours worked 
over no more than 10 days/fortnight (excluding breaks) for office workers.  

Agencies interviewed who were not covered under this agreement included WorkSafe Victoria, Victoria Police, 
and nurses and midwives, who each have their own enterprise agreements, which provide detail regarding 
work arrangements and requirements similar to the VPS agreement.  

Further to the agreement, interviewees from DELWP and DPC identified additional policies in place within their 
Departments which aimed to promote flexible work arrangements and to encourage workers to adopt a work 
habit suitable for their individual work-life balance. This included providing appropriate tools and resources to 
enable home working arrangements and procedures for developing and implementing flexible working 
arrangements.  

2.1.1.2 Targeted policies, procedures and guidelines  
The scan identified three targeted policies, procedures and guidelines. These were aimed at nurses, child 
protection workers, police, community corrections and schools. These approaches aimed to influence 
workload, for example guidelines for school leaders to manage their schools including work distribution, 
legislation for nurse caseloads, and a new model for those working in community corrections in response to 
increasing complexity of cases.  

An overview of identified approaches, both current and those being considered, as well as their target worker 
population are outlined in Table 4 Identified policies, procedures and guidelines for workload management in 
the VPS.  
 
Table 4. Identified policies, procedures and guidelines for workload management in the VPS 

Current/ being 
considered  

Target workers Identified 
approach 

Description  

Current  Principals/ 
Education (DET) 

Organisational 
design guide for 
Victorian School 
Leaders13 

Schools are environments that are autonomously 
managed, and as such have varied policies and procedures 
regarding workload management. DET developed an 
organisational design guide for principals to help this 
process and provide an overarching framework in which 
schools can operate.  

The guide provides detailed guidance material for school 
principals outlining organisational design principles 
including workload management in current state 
assessments and transition planning.  

Current  Nursing and 
Midwifery (DHHS) 

Staff to patient 
ratios (legislation) 

Legislation regarding staff/patient ratios is currently in 
place which dictates nursing staffing levels based on the 
number of patients. 
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Current/ being 
considered  

Target workers Identified 
approach 

Description  

In Development 
Community 
corrections (DoJR) 

Community 
Corrections 
Model 

A new model for those working in community corrections 
to address increasing number of complex cases.  Model 
includes broader targets for case worker, compliance and 
assessing programs in cases, a stronger risk management 
approach and is qualifications-based. 

2.1.2 Work allocation models and resources  

Through this scan, seven types of formal work allocation models/resourcing initiatives currently in place or 
being developed in the VPS were identified. A perceived lack of people resources across the entire VPS for the 
amount of work required was the dominant theme that emerged, as well as a lack of ability to distribute work 
appropriately and to predict resource requirements. For the majority of the VPS, work allocation models were 
largely implemented from the top down, with work flowing down to the appropriate team and directors, 
managers and supervisors responsible for allocating work to individuals through informal approaches such as 
discussions as well as some formal approaches, such as annual professional development plans.  

For some targeted workers, particularly those who had known OHS risks or were known to have workload 
issues such as frontline emergency workers, corrections officers, teachers, nurses, child protection officers and 
housing service staff, seven models for work allocation were identified.  

2.1.2.1 Work allocation models for office workers/all employees  
Work allocation in the VPS office environment is mainly determined by each worker’s manager or supervisor. 
Across the VPS, managers were identified as being responsible and accountable for work allocation of their 
workers. This has been achieved via variable approaches and no formal documentation exists regarding 
general work allocation across the VPS, with the exception of requirements for professional development 
plans.  

2.1.2.2 Targeted models  
Seven work allocation models, either current or in development, for field officers, child protection workers, 
housing service staff, nurses and police officers were identified. These models aimed to either predict 
workload requirements to plan and resource an area appropriately, or to provide a platform for discussion if 
the models were unable to address workload management concerns. Data-driven and statistical modelling was 
discussed as an approach to predicting workload in the VPS, particularly for frontline workers. Victoria Police 
are in the process of developing a Staff Allocation Model to predict staffing needs at stations based on a 
variety of inputs identified as key drivers of police demand, described below.  

 

Staff allocation model – Victoria Police  

The Staff Allocation Model is currently under development by the Victorian Police, prompted by a public 
safety statement and rollout of 406 new positions. This is a statistical model to aid in resourcing police 
stations.  It is the most complex model which has been under development for the past four years, and 
consists of the following features: 

• Addresses a variety of risk factors including workload management and occupational violence which 
impacts police officers  

• 17 inputs for the model which have been identified as key drivers for demand at police stations 
across Victoria based on previous data  

• Flexibility – model able to accept additional inputs as they arise  
• Part of this model is the Regional Operations Module which takes into account factors such as 

population demographics, traffic, triple ‘0’ calls, reported crime, travel time, # people spoken to, 
training time, event management and emergency management (e.g. bushfires)  
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An overview of identified current and in development work allocation and resource initiatives and their target 
worker population is provided in Table 5 Identified work allocation models in the VPS.  

Table 5. Identified work allocation models in the VPS 
 

Current/ being 
considered  

Target workers Identified 
approach 

Description  

Current 
Field service 
officers (DELWP) 

Workload 
planning 

Forward planning of workload for the season and 
funded in advance to enable workforce planning 
approach and accurate resource need identification.  
Work plans managed by a Works Coordinator. 

Current 

Nursing, 
midwifery, child 
protection, 
housing services 
(DHHS) 

Ratios/Caseload 
limits 

Set limits regarding number of patients or cases a 
worker manages in their work plan at a given time. 
Nurse and midwife ratios have become legislation (The 
Safe Patient Care (Nurse to Patient and Midwife to 
Patient Ratios) Bill 2015; limits not applied to mental 
health nurses). 

Current 
Youth Justice 
(DoJR) 

Case complexity 
models of work 
allocation 

Case load limits based upon complexity of workload 
with case managers flagging performance-based 
targets for review on a weekly or fortnightly basis.  

Current Teachers (DET) 
30 + 8 working 
hours model 

Workload planned with 30 hours per week dedicated 
for teaching and 8 hours for other duties. Aim is to 
promote discussion of workload if guidelines cannot 
be met. 

Current 
Child protection 
(DHHS) 

Supervision and 
principles of work 
allocation for 
Child Protection 
practitioners 

Includes purpose and frequency of supervision, 
supervision tools, monitoring of workload and factors 
affecting workload capacity 

In development Police (VicPol) 
Staff Allocation 
Model 

Complex statistical model in development to predict 
resource requirements at police stations for sworn 
officers.  Incorporates 17 inputs identified as key 
drivers for demand at police stations. 

In development Child protection 
(DHHS) 

Police (VicPol) 

Increased 
resource 
allocation 

Victorian government had pledged additional funding 
for frontline services in need, such as child protection 
officers and the police force, and work was identified 
as being underway to fill these positions.  There will be 
450 new child protection worker positions, and 2,700 
new sworn police officers including 415 specialise 
family violence officers.  

 

2.1.3 Risk assessments 

Ten risk assessment approaches currently in place or being introduced in the VPS were identified in the scan. 
Risk assessments which aimed to screen for issues and risks relating to workplace mental health and workload 
were in place in a number of organisations, however, the response that resulted from the risk assessment 
processes was not always clear, nor whether there was clear guidance on how to manage and mitigate the 
risks identified, particularly psychosocial risks.  
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2.1.3.1 Risk assessments for office workers/all employees  
All VPS employees are invited to complete an annual People Matter Survey to provide measures on job 
satisfaction and overall wellbeing.14 Results from the People Matters Survey were made publicly available and 
detailed responses provided to all Departments for their review. How Departments use these findings to 
inform policies or manage risks identified was unclear from the data collected.  

Increasingly, OHS risk approaches which enable an employee to report an OHS hazard/risk through formal 
pathways, while traditionally implemented to manage physical risks such as tripping hazards, these systems 
were being expanded to include the ability to report psychosocial risks such as bullying, harassment and stress.  
Through their supervisors or managers, where positive engagement exists, workers can instigate discussions 
concerning workload management, but there are no specific guidelines stipulating or recommending that this 
occurs. 

2.1.3.2 Targeted risk assessments  
Targeted risk assessments identified primarily were designed for workers with frontline roles within the VPS as 
well as for office workers at DHHS and DPC. Several Departments have employee surveys which incorporate 
workload management such as the 2016 School Workload Survey15, WorkSafe Victoria’s Employee Open 
Survey and the 2016 Victoria Police Mental Health Review.16 For those working in child protection, formal 
workload management monitoring panels exist to record caseloads and identify when caseloads were not 
being effectively managed. 

Increased mental health screening was planned in some Departments, including DHHS and DPC to implement 
additional mental health and wellbeing assessments for staff.   

DELWP has developed sophisticated risk screening and management practices to identify and manage fatigue 
in emergency management staff as well as office staff, described below.  

 

Planned initiatives included: an initiative for nurses and midwives to support occupational violence risk 
assessment as part of ANMF’s 10-point plan to end violence and aggression in the health services; and a 
review of the DELWP’s fatigue management framework, which looked at workers who transitioned from a 
normal work environment to an emergency scenario. In addition to the measures taken with regards to 
workload (such as the People Matter Survey and the 2016 Victoria Police Mental Health Review), Victoria 
Police are developing a prevalence study that that will include a workload management component. 

An overview of identified current and in development work allocation and resource initiatives is provided in 

Fatigue Management - DELWP 

DELWP have risk screening and management in place for fatigue for both emergency service and office 
staff, which included: 

• Education – to understand the causes and effects of fatigue including the type of work, mentally or 
physically demanding work, roster patterns, lengths of shifts, work scheduling and planning, 
insufficient recovery time between work periods, and harsh environmental conditions. 

• Education – to highlight the effects of fatigue including inability to stay awake, reduced ability to 
concentrate, make rational decisions, control emotions, recognise risks, and an increased likelihood 
of accidents and injuries. 

• Guidance –to instruct how to avoid fatigue including sleep, drugs and alcohol, medication 
conditions, fitness and alertness. 

• Guidelines – for hazard identification and control, factoring in scheduling recommendations for shift 
length and breaks between shifts, and frequency and length of days off. 

• Risk assessment – taking into account matters such as when the work is carried out, the time spent 
working, combinations of risks, task requirements and demands, and quality of sleep. 

• Risk control – incorporating job redesign, work scheduling and appropriate working hours. 
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Table 6 Identified workload management risk assessments in the VPS.   

Table 6. Identified workload management risk assessments in the VPS 

Current/ being 
considered  

Target workers Identified 
approach 

Description  

In development DHHS staff 
Beyond Blue risk 
screening 

Mental health risk screening utilising protocols 
developed by Beyond Blue that will improve workload 
management issues more effectively. 

In development DPC staff 
Wellbeing 
assessments 

HR-driven initiative to increase focus on general health 
and wellbeing.  Holistic assessment taking into 
account work and personal life and highlighting areas 
of concerns which may include workload management 

Current Schools (DET) 
2016 School 
Workload 
Survey15 

Survey on workload levels and associated factors in 
Victorian schools of more than 13,000 teachers, 
principals and learning staff. The focus was on the 
number of hours worked and work time allocations, 
ability to manage workload, and access to proper 
resources. 

Current WorkSafe 
Employee 
Opinion Survey 

Job satisfaction survey for WorkSafe employees 
including workload management which will help guide 
future workload management initiatives. 

Current Police 
2016 Victoria 
Police Mental 
Health Review16 

Independent review into the mental health and 
wellbeing of Victoria Police employees including 
factors associated with workload management, as well 
as police officer workload. 

Current 
Child protection 
(DHHS) 

Workload 
management 
recording system 

Formal workload management recording and 
monitoring panels.  Each division (North, East, South, 
West) has a panel which meets monthly.  The panel 
looks at absenteeism, sick leave, supervision 
compliance and vacancies.  Adjust workload in 
response to need, providing transparency and focus 
on staff from a safety management perspective. 

Current 
Emergency 
services, office 
workers (DELWP) 

Fatigue 
management and 
screening 

DELWP have introduced fatigue management and 
screening including education to under the causes and 
effects of fatigue, guidance on how to avoid fatigue, 
guidelines for hazard identification and control, and 
risk assessment and control. 

In development 
Nurses and 
midwives 

ANMF’s 10-point 
plan to end 
violence and 
aggression 

Occupational violence management and risk 
assessments as part of a larger guide to lower violence 
and aggression in the health care industry (see 2.1.3.2 
Targeted risk assessments for more information). 

In development 
Emergency 
services, office 
workers (DELWP) 

Review of fatigue 
management and 
screening 

A review of fatigue management is currently 
underway. 

In development Police Prevalence study 
Victoria Police are planning a prevalence study on 
their workforce that will include psychosocial risk 
measures including workload management. 
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2.1.4 Workplace support 

A range of workplace supports were in place across the VPS, which aimed to provide supports to managers, 
supervisors and employees in relation to workload, managing workload and coping with work-related stress. 
For employees directly, initiatives tended to be focussed on general wellbeing, self-care and resilience as well 
as general office support through HR and OHS areas of the business and support through the provision of 
appropriate tools, resources and equipment including IT. 

Increasing attention was being given to providing managers and supervisors support and providing resources 
to help manage workload such as workforce planning tools and equipment.  

2.1.4.1 Workplace supports for office workers/all employees  
All VPS staff had access to an Employee Assistance Program, whereby they could access free counselling 
sessions through their employer. Additional initiatives identified that supported workload management 
included the provision of laptops for staff to enable out-of-office work as needed. More general supports such 
as IT were also discussed, however, it was commonly noted that, despite their intention, IT supports do not 
always help workload management, and due to the nature of procurement in the VPS, IT equipment was 
rapidly out of date and new programs required extensive training and support to implement, sometimes 
increasing workload.   

2.1.4.2 Targeted workplace supports 
Some frontline workers had formal supervision models such as those who work in child protection and housing 
services. These models gave direct support for a worker to discuss workload and psychosocial health. In 
addition, a mentoring system for new employees in DoJR youth justice workers was identified whereby new 
employees worked with more experienced employees who provided support and guidance. A mobile 
wellbeing app for police officers was also recently introduced by Victoria Police to provide support for police 
officers.  

Support measures planned to be incorporated in the VPS involve additional psychological support and aids to 
reduce workflow. The Victorian police are planning to various workplace supports to aid in reducing workflow.  
Amongst these is the BlueConnect program, which will provide tablets to all police officers to reduce travel 
time and need to return to the station to file information, and increase access to computing systems at the 
station. To further help reduce workload pressures, a Police Advice Line will be implemented to incorporate a 
form of triage to alleviate patrol burdens. Also under development is a self-check intranet hub, a non-
compulsory resource to increase mental health literacy.  

A new psychological support program was identified as being planned for those working in child protection, 
which aims to be preventative, incorporate early interventions and responsive strategies. 

Child Protection Psychological Support Program - DHHS 

The child protection job role is associated with a high level of psychological health and safety risk. A new 
model is under development by DHHS which incorporates strategies across induction and early career, 
mid-career, late career, as well as post-career.  The model consists of: 

• Prevention strategies – targeting resilience, rostering, management of case allocation and work 
panels, professional supervision, exercise promotion. 

• Early intervention – wellbeing checks, on-side employee assistance program, mental health, 
vicarious trauma, grief and compassion fatigue literacy, peer support and wellbeing and work issue 
monitoring. 

• Support – employee assistance program, incident debriefing and monitoring of at-risk staff, access 
to specialist care, and e-mental health. 

• Promoting positive mental wellbeing – increase capacity of leaders, ongoing access to 
mindfulness/resilience training, building engagement team climates, leader role modelling and the 
embedding of staff wellbeing monitoring in all leadership development programs 



 

Environmental Scan 207 / 21 
 
 

An overview of identified workplace supports is outlined in Table 7 Identified workplace support mechanisms 
in the VPS.   

Table 7. Identified workplace support mechanisms in the VPS 

Current/ being 
considered  

Target workers Identified 
approach 

Description  

Current All employees  
Employee 
Assistance 
Program  

Provision of free counselling session for employees as 
needed 

Current 
Office workers 
(DPC) 

HR-led workload 
management 
strategies 

HR support for workers and managers and promotion 
of wellbeing discussions 

Current 
Office workers 
(DPC) 

Flexible work 
support 

Laptops provided to allow work away from office and 
hot desk utilisation in office environment 

In development 
Office workers 
(DPC, DTF) 

Management 
support 

DPC are to implement ‘Managers 101 training’ to 
include manager responsibilities regarding workload 
management  

    

Current 
Child protection, 
housing services, 
police 

Formal 
supervision 
models 

Formal reporting guidelines for supervisors in frontline 
position roles in child protection, housing services and 
the police 

Current 
Youth justice 
(DoJR) 

Mentoring 
systems 

DoJR have implemented a mentoring system for new 
staff, to help provide additional training and support 
beyond the initial induction training period. 

Current Police Wellbeing app 
equipt app to provide mobile wellbeing support for 
police officers and their families. 

In development Child protection 
Psychological 
support program 

Model in development focusing upon prevention, 
early intervention, support and promotion of positive 
mental wellbeing strategies for those working in child 
protection. 

In development Police BlueConnect 
Planned deployment for mobile devices to frontline 
police to reduce travel time back to the station, and 
will rid of current displays in cars. 

In development Police Police Advice Line 
Phone operator service to reduce clerical and 
administrative burden for police stations. 

In development 
Police (child 
assault cases) 

Improvements to 
IT 

Software to pre-categorise images to ensure officers 
only view new content.  Aims to decrease 
psychological exposure, decrease travel time to 
central location for viewing, and improve leadership 
capabilities. 

In development Police 
Self-checking 
system 

Voluntary intranet hub to help improve mental health 
literacy. 
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2.1.5 Education and training 

Nine types of education and training initiatives currently in place or in development for the VPS which 
impacted workload were identified. No formal education or training was identified specifically for workload 
management alone, however, some training which incorporated elements of workload management and also 
aimed to increase personal resilience and adaptability to workload were identified.  

2.1.5.1 Education/training for office workers/all employees  
Mental health training was identified as occurring throughout the VPS, although often restricted to short (e.g. 
single day) programs and self-administered e-learning.  The overall focus with regards to wellbeing and 
workload management tended to be upon the individual with the emphasis of resilience building and self-care.  
Provision of education and training was carried out in conjunction with a professional development plan. The 
focus for future initiatives is upon increased management training which incorporates increased workload 
management literacy (DPC, DTF) and office workers at DPC are set to receive additional peer support training. 

New workplace support initiatives planned for the VPS focussed upon management support and improved 
workload management literacy.  Both DPC and DTF were identified as planning additional support for office 
managers.  

2.1.5.2 Targeted education/training  
The majority of education and training initiatives relating to workload management were directed at frontline 
workers.  Those who work in youth justice currently receive increased training to improve individual capability 
and capacity.  Other education and training initiatives identified were manager and leader training 
incorporating mental health literacy planned for school and police station leaders, and those working in child 
protection will receive additional vicarious trauma, resilience and management training.  Teachers are to 
receive dedicated professional practice/learning and development days allocated (four per year, one per 
term), with the flexibility of each school to decide the most appropriate approach according to school and 
individual teacher needs. 

New professional development systems are planned for nurses as part of ANMF’s 10-point plan which will 
include education on how to prevent and respond to aggression and violence, education on how to conduct 
incident investigations, standardised training for both health workers and security staff, as well as regular, 
multidisciplinary refresher training. 

 

10-point plan to end violence and aggression - ANMF 

ANMF have developed a training guide for health services which aims to reduce the risk of violence and 
aggression in the workplace, as well as associated risk factors. The ten points in this guide are: 

1. Improve security 

2. Identify risk to staff and others 

3. Inclusion of family in the development of patient care plans 

4. Report, investigate and act 

5. Prevent violence through workplace design 

6. Provide education and training to healthcare staff 

7. Integrate legislation, policies and procedures 

8. Provide post-incident support 

9. Apply anti-violence approach across all health disciplines 

10. Empower staff to expect a safe workplace 
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An overview of identified workload management education and training in the VPS is provided in Table 8 
Workload management education and training in the VPS. 

Table 8. Workload management education and training in the VPS 

  

Current/ being 
considered  

Target workers Identified 
approach 

Description  

Current All VPS staff 
Professional 
development 
plans 

A framework to manage performance and 
development consisting of a template completed 
annually with performance goals with informal regular 
meetings with manager as well as 6 and/or 12 month 
reviews. 

Current All VPS staff 

OHS and mental 
health 
training/awarene
ss 

e-learning activities as part of the VPS induction 
process 

Current All staff (DELWP) 
Psychological 
first-aid 

Mandatory training in psychological first aid or 
equivalent is underway, aiming to have 100% coverage 
by 2020. 

Current Youth justice Increased training 
Training time has increased to 35 days from 21 days to 
reduce risk of injury, staff turnover and stress levels. 

In development DPC staff 
Peer support 
training 

Training to support the mental, social and emotional 
wellbeing of staff 

In development 
Managers/leaders 
(DET, DPC, DTF, 
VicPol) 

Manager capacity 
building 

Several manager capacity initiatives are being planned 
including HR-driven management engagement from 
DTF, DPC and VicPol.   

In education, this includes a Graduate Certificate 
qualification for principals.  For police this consists of a 
police psychology unit to engage managers to increase 
mental health literacy. 

In Development Teachers 

Professional 
practice/learning 
and development 
days 

Dedicated four days per year (one per term) for 
professional practice and development.  The school is 
allowed flexibility of choice of development to be the 
most appropriate to both school needs and the 
individual teacher’s development. 

In Development Nurses 
Professional 
development 

ANMF’s 10-point plan includes recommendations to 
include education on how to prevent and respond to 
aggression and violence, and how to conduct incident 
investigations.  Focus is upon standardised training for 
both health workers and security staff with regular, 
multidisciplinary refresher training. 

In Development Child Protection  
Psychological 
support training 

Part of the larger model and includes vicarious trauma 
training, resilience training and manager capacity 
building (see 2.1.4.2 Targeted workplace supports) 
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2.2 Workload management approaches in development or emerging in other 
Australian jurisdictions and internationally 

The majority of workload management initiatives were targeted towards frontline workers, particularly in the 
education system, police force and child protection areas.  There was a consensus that workload management 
in general needed to be better defined and communicated. 

The emphasis was upon frontline workers where there was known risk factors that prompted more action to 
be taken with regards to working conditions, work hours and intensity as well as supervision arrangements. 
For office workers, the direct line manager or supervisor was responsible for the workload management of 
employees who would follow performance development plans as a guide. 

Outside the VPS, initiatives were identified relating to workload streamlining, incorporation of psychosocial 
work stress screening tools and individual workload management training. 

The types of initiatives identified are summarised as follows: 

• Policies and procedures: working conditions, resource allocation, organisational guides and models, 
with workload streamlining identified outside the VPS 

• Work allocation model: ratios/caseloads, case complexity, workload planning and resource modelling 
• Risk assessments: surveys, risk reporting, OHS risk screening and management and mental health and 

wellbeing assessments with psychosocial work stress screening tools used outside the VPS 
• Workplace support: manager led workload management, mentoring and support, work flexibility and 

streamlined work processes 
• Education and training: professional development plans, mental health and individual OHS risk training, 

manager training and support and increased training with dedicated workload management training 
identified outside the VPS 

This section describes workload management initiatives identified as relevant to the VPS. A total of 27 
initiatives were identified, outlined in table 9.  
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Table 9. Examples of workload management initiatives currently in place in the public sector outside of 
Victoria identified through desktop scan 

Target workers Initiatives 

Policies and procedures 

Office workers • Reduction in paperwork and streamlined approval processes (NSW)17 
• Inclusion of workload management in employment agreement (WA)18 

Teachers • Reduction in administrative burden and bureaucracy (UK)19 

Principals • School leadership strategy (NSW)20 

Social workers • Workload management guide (UK)21 

Work allocation models 

Child 
protection • Case complexity model of work allocation (WA)22 

Teachers • Marking policy, planning and teaching resources, data management (UK)23 

Risk assessments 

All workers 
• Job satisfaction and workload surveys (QLD, WA, Canada, USA)18, 24-26 
• Guarding Minds @ Work (Canada)1 
• HSE Management Standards Indicator tool (UK)27 

Teachers • Job satisfaction and workload surveys (United Kingdom)28, 29 

Police • Commuting, fatigue and workload survey (WA)30 

Child 
protection • Monitoring of workload indicators (WA)22 

Workplace support 

Office workers • Flexibility for the future (SA)31 

Principals 
• Introduction of school business managers to reduce administrative burden on principals 

(UK)19 

Teachers • System workload leadership team (ACT)32 

Education and training 

Office workers 
• Workload management guides (QLD)22 
• Professional development and workload management literacy (SA, Canada)31, 33 

Office 
managers 

• Workload management guides (QLD)22 

Teachers 
• Professional development and workload management literacy (New Zealand, United 

Kingdom)34, 35 

Social workers • Professional development and workload management literacy (United Kingdom)36 
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2.2.1 Policies and procedures 

As within Victoria, the information regarding workload management initiatives for the rest of Australia’s public 
sector was primarily focussed upon frontline workers in the school system and police force: 

• School leadership strategy (NSW)20 
• Workload management for social workers guide (United Kingdom)21 
• Leading the charge (reduction in approval times) (NSW)17 
• Reduction in administrative burden and bureaucracy for teachers (United Kingdom)19 
• Inclusion of workload management in employee agreement (WA)18 

The New South Wales government introduced a School Leadership Strategy (2017-2019) which specifically 
aims to support principals incorporating a leadership institute, principal role statement, new induction 
programs, principal scholarships, leadership positions as well as workload monitoring and surveys.  Similar 
approaches have been adopted overseas with the United Kingdom having introduced new teacher workload 
policies to reduce administrative burden and bureaucracy. 

In the United Kingdom, the Local Government Association released a workload management for social workers 
guide which provided an introduction to monitoring workloads including an overview of different workload 
management systems, advice on how to introduce a workload management system into a workplace and 
resources for managing workloads and caseloads. 

For office workers, the New South Wales Department of Premier & Cabinet have introduced a program 
entitled “Leading the charge” to reduce their volume of physical paperwork and streamlined approval 
processes allowing approvals to take place out of office, to boost productivity and reduce workload pressures.  
In Western Australia, specific workload management policies have been included in employment agreements 
that include the need to record and monitor workload indicators, develop workload review teams and carry 
out periodic workload surveys. 

2.2.2 Work allocation models 

Work allocation models for frontline workers in child protection and the education system were identified, 
including: 

• Case complexity model of work allocation (WA)22 
• Reduction of teacher workloads (United Kingdom)23 

The Western Australia Department of Communities have introduced a case complexity model of work 
allocation for those working in child protection.  This model takes into account case complexity as well as 
caseload limits, risk assessments, and defines a team leader position to be responsible for workload 
management.  In the United Kingdom, teachers also have received a new work allocation model in an effort to 
reduce teacher workloads.  This approach included a marking policy for teachers, inclusion of planning and 
teaching resources, as well as data management systems.  

2.2.3 Risk assessments 

Risk assessment initiatives were the most commonly identified approaches found in the scan. Targeted risk 
assessments for teachers, police officers and child protection workers were identified as well as a more 
general approach to assess large groups of workers including:  

• Job satisfaction and workload surveys for public sector employees (QLD, WA, Canada, United States of 
America)18, 24-26 and teachers (United Kingdom)28, 29 

• Commuting, fatigue and workload survey for police officers (WA)30 
• Monitoring of workload indicators for child protection workers (WA)22 
• Methods to assess psychosocial work stressors (Canada, United Kingdom)1, 27 

Job satisfaction surveys including specific workload management measures were seen to be increasingly 
common, with a focus upon the education as system as well as the public sector as a whole. The WA Police 
Union carried out an extensive workload survey in 2015 in relation to commuting and fatigue, and included 
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associated workload management initiatives in place at that time.  These included information guides about 
fatigue, and changes in rostering away from 3 x 8-hour shift policy with recommendations that a 4 x 10-hour 
policy (40 hours per week) be standard for police officers throughout the state. 

Internationally, leading the way in workload management awareness is the Canadian Standards of 
Psychological Health and Safety in the Workplace,4 there have been numerous risk screening guides and 
resources available in Canada to help assess psychological health and safety in the workplace, including 
workload management. The most popular of these is Guarding Minds @ Work, a free self-serve resource for 
employers, which incorporates separate screening tools for each of the 13 psychosocial work stressors.  In the 
United Kingdom, a comprehensive screening tool called the HSE Management Standards Indicator tool was 
developed which six primary workplace stressors categorised as: demands, control, relationships, role, change, 
managerial support and peer support. 

2.2.4 Workplace support 

Workplace support mechanisms identified included flexible work environments and an overall strong focus on 
the education system and improvement of working conditions for teachers: 

• Flexibility for the future – program to promote flexible work arrangements (SA)31 
• Introduction of school business managers (United Kingdom)19 
• System workload leadership team to develop and implement workload reduction plans in schools 

(ACT)32 

The South Australian public sector had been promoting flexible work arrangements, with the emphasis of 
Departments being open to part-time work arrangements and to remove cultural stigma that these 
arrangements may have.  In the education system in the United Kingdom, initiatives have been introduced to 
reduce administrative burden and bureaucracy, incorporate workload planning and monitoring, and the 
provision of additional support in the form of a school administration/business manager. In the ACT, this 
involved the introduction of a system workload leadership team, to develop and implement workload 
reduction plans.   

2.2.5 Education and training 

Education and training initiatives which incorporated workload management for office workers, managers and 
frontline workers were identified including: 

• Workload management guides for workers and managers (QLD)22 
• Professional development and workload management literacy for office workers (SA, Canada),31, 33 

teachers (New Zealand, United Kingdom),34, 35 and social workers (United Kingdom)36 

Several governments were introducing workload management literacy resources. In Queensland, separate 
education guides now exist for workers and managers to assist in workload management education and to aid 
in individual workload planning. Canadian state governments are incorporating their own training resources, 
with the Nunavut Government having developed its own course on practical time and workload management 
with performance management guidelines for supervisors including reward and recognition to those who have 
experienced an excessive workload over an extended period of time (over half a year).  Teachers have been 
recognised as benefiting from additional professional development resources in both the United Kingdom and 
New Zealand and there has been a concerted effort given in the United Kingdom to improve workload 
management training for social workers. 

2.3 Factors that influence workload management 

Key informants in this study frequently described issues affecting workload levels across the VPS, at a number 
of levels of the system. While not a key research question, in order to effectively address workload 
management issues an understanding of the factors influencing workload is important. Specifically, including 
those that are modifiable and those that are not can help in the design and implementation of approaches to 
improve workload management strategies. It can also support the identification of tension points causing high 
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workloads and leading to psychological stress.  

Key informants linked workload management with excessive or unsustainable workload as a psychosocial risk 
factor.  Many factors were identified which may influence workload management in a particular setting and 
for a particular work type or individual.  Much like workload management itself is a risk factor, these workload 
management factors have the potential of either causing a poor workload management situation, or are 
factors which directly affect workload itself in the VPS.  These factors are not equal in their potential to 
influence workload management and care must be taken not to generalise these factors to all work types, as 
they may have been identified of causing or potentially causing issue in a particular circumstance. 

The results presented in this section describe the factors reported by the key informants which impact 
workload management. To support the interpretation of these results, and to provide a framework to guide 
interventions, the factors identified in this study have been collated and mapped against the Socio-Ecological 
Model.3 The Socio-Ecological model was developed to explain the complex interaction between an individual 
and their environment, which, in the case of workload management, can impact on their ability to manage 
workload and lead to psychosocial stress and burnout.  

The Socio-Ecological Model has five levels of influence, which interact to impact an outcome. An overview of 
the categories used is provided in Table 10 The Socio-Ecological Model and Workload Management. 

Table 10. The Socio-Ecological Model and Workload Management  

SEM Level Description 

System/ Public 
Policy 

Legislation, regulatory or policy making actions that impact workload management practices 
including government cycles, political will and the responsive nature of government. 

Community 
Community level factors such as the expectations and perceptions of government role and the 
influence of the media. 

Organisational/ 
Environmental 

Organisational/environmental influences that impact on the ability to manage workload including: 
work types and roles, workload management policies and procedures (informal/formal), 
leadership practices and expectations, resourcing levels, management skills and knowledge in 
workload management as well as work environment factors such as technology availability and the 
workstation/work area. 

Interpersonal 
Interpersonal relationships and the social environment influencing workload including relationship 
with supervisor/manager and team members (support and assistance). 

Individual 
Personal factors of the individual worker that increase or decrease ability to manage workload 
including cognitive capacity, resilience, personal expectations, job satisfaction and personality 
factors. 

 
2.3.1 System/Public Policy level factors 

A number of factors were identified through key informant interviews at the system level, which can impact on 
the ability to effectively management workload in the VPS. Factors including Government structures and the 
mechanisms, in which government workload is determined, allocated and managed were identified as 
impacting the day-to-day management of workload in the VPS. A key factor at the system level was the 
reactive nature of Government, whereby Government actions and the nature of how it operates controls 
resourcing and the ability to plan.  Government processes also dictate the level of administrative tasks a 
worker must undertake, and ministerial announcements often create additional and unexpected workload.  
Different Departments have different levels of direct engagement with Ministers with centralised Departments 
reporting that they have very little control over workflow as a result of working directly for ministers and being 
beholden to parliamentary sitting cycles and political will.  

In addition, the following factors at a system/public policy level were identified as influencing the ability of the 
VPS to effectively manage workload:  
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• Reactive nature of work - The reactive nature of Government, whereby a public policy is announced 
and work flows through Departments from the top-down, often without due consideration of the flow 
on effects to other areas/Departments of the specific initiative. In addition, policy announcements 
leading to unexpected workload and inability to undertake effective workforce planning.  

• Election cycles and government changes - Government election cycles and the impact of new 
Governments on Departments through frequent restructures and amalgamations, new policy initiatives 
and new work programs which often disregard previous work. This affects both employee workloads as 
well as job satisfaction; with workers often reporting that their previous work has been wasted.  

• Project timelines -Timelines for the delivery of key projects was often decided on without consultation 
with employees or managers of areas required to implement them, leading to unrealistic timelines.   

• Resourcing levels - Resourcing levels and recruitment practices, specifically an increasing move to 
contract based work/labour hire models instead of ongoing staff members was found to impact 
workload in two ways, the first due to the increasing administrative burden on individual managers to 
manage contract staff and the second in relation to accountabilities resting outside of the organisation.  

• Parliamentary sitting periods - Parliamentary sitting periods affected office-based employees through 
the need to undertake significant work in relation to drafting/redrafting legislative change, negotiations 
and increased cabinet briefings.   

• Inquiries - Inquiries and investigations, particularly for frontline workers, also presented significant 
issues. These workers are often required to present evidence into inquiries and investigations, which 
add a significant administrative burden onto these workers often not counted within their caseloads.  

• Budget and planning cycles – Annual budget and planning cycles commonly use information from the 
past 12 months to predict future needs, leading to the provision of resources based on previous data 
and information, which does not always provide a good indication of future need.  

System level factors were viewed as affecting all VPS employees, creating a work environment that is largely 
reactive in nature, beholden to external job demands and political will and difficult to predict resource 
requirements in advance. Interviewees reported that this in turn led to high workloads and extended working 
hours for these staff effected.  

System-level interventions identified by key informants that could support workload management in the VPS 
included:  

• Development of policies and procedures in place to enable adherence to existing legislation and 
agreements 

• Workforce planning approaches for key new initiatives  
• Consideration of matrix funding models that predict flow on effects of policy initiatives  

2.3.2 Community level factors  

Community level factors identified through key informant interviews included Victoria’s population growth, 
which was seen to impact on services and resourcing, particularly for front-line workers and those working in 
service delivery roles as a result of increased demand for services, paired with increase in issues for people 
working in emergency services and incident response. The influence of the media on workload was also noted, 
with interviewees reporting that media stories could lead to increased pressure on an area to deliver and/or 
change practices in a short period of time as well as influencing expectations on Government. A key sentiment 
reported was that the community expects the Victorian government to continually provide more, and to keep 
costs at a minimum. 

Community factors and media attention could also support workload management practices, particularly 
resourcing levels through adding pressure to the Government to address resourcing issues, particularly those 
facing frontline workers. It was noted that while this usually did lead to good outcomes, flow on effects of 
additional resources beyond these workers were often not considered, leading to increased workloads for 
other areas.  
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2.3.3 Organisational/Environmental level factors  

Within the organisational context, the major factor identified was whether workload management procedures 
were in place, adhered to, and measured. A number of factors at the organisational/environmental level which 
impact workload and workload management practices in the VPS were identified. Factors identified at this 
level included: 

• Work types and roles – the nature of the work being undertaken, specifically whether the work was 
case based/demand driven, responsive, service based, project based or policy driven all impact the 
workload and the ability to manage workload. The VPS represents a significantly diverse workload which 
have varied work demands and delivery dates.  

• Policies, procedures and guidelines – at the organisation/Departmental level, policies and procedures 
that guide the organisation’s ability to manage workload, such as flexible working arrangements and 
patient ratio/case load limits. 

• Leadership practices and expectations – leadership practices, including the amount of hours leaders of 
organisations worked themselves, the level of work they complete themselves, their expectations of 
staff ability and timelines for projects were considered as factors that both affected workload and set 
expectations across organisations for extended working hours. Further, requirements for multiple 
approvals and checks within a business created extra administrative burden that was considered 
unnecessary and counterproductive.  

• Resourcing levels – the level of resourcing, both personnel and funding available to put in place 
workplace supports was reported to impact significantly on workload management practices.  

• Work role clarity and workforce skill – clarity of work roles and position needs was also reported 
multiple times during the interviews. How well defined a job description was and whether the 
complexity of their tasks was taken into consideration when recruiting and selecting appropriate staff 
influenced whether the organisation had the right skills and workforce to undertake the work provided.  

• Technology and systems - Technology was seen as a major physical environment factor that again could 
potentially have a positive or negative effect on workload management.  While it was seen at times that 
adopting new technologies could reduce administrative burden, travel time and increase flexibility in 
work, outdated or lack of resources and dated IT infrastructure creates additional workload pressures, 
and changes in IT and workflows increased workload during transition times that may have not been 
included in workload planning activities.  Technology was named as a cause for workload intensification, 
particular in the usage of mobile phones and email after normal working hours. 

• Work environment - factors including structure of the work environment such as location, desk 
availability/hot desking and ability to work away from the office. Hot desking and flexibility to work 
outside of the office was seen by some to promote a flexible work environment and increase 
productivity, while others saw the lack of a defined work area as reducing privacy, reducing storage and 
the perception of job security.  In addition, there were accounts of makeshift work environments that 
deviated away from providing a safe working environment for staff. 

Environment/organisational-level interventions identified by the scan and by key informants that could 
support workload management in the VPS included:  

• Develop context-specific guidelines to workload monitoring and risk screening 
• Ensure adequate resourcing and monitoring 
• Management engagement, training and upskilling 
• Training in people leadership 
• Provision of additional resources and supports 
• Develop context-specific guidelines to workload monitoring and risk screening 
• OHS risk assessments which include workload management factors and promote initiatives which 

encourage flexibility and overall wellbeing 

2.3.4 Interpersonal level factors 
Interpersonal relationships, including employee-manager relationships, manager-team relationships, inter-
team relationships and employee-client relationships all influence an individual’s workload. In particular, due 
to the informal nature of workload distribution particularly in office environments, the manager was found to 
play a critical role in workload management 
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• Employee-manager relationships – Most workload management practices in the VPS were informal, 
with employee’s delegated work tasks based on their role and their manager/supervisor decisions 
regarding work allocation. As a result, the relationships between employees and their managers was 
critical for workload, and a noted trend of assigning high-performers was raised by key informants, 
leading to burnout and frustration of high performing employees.  

• Manager-team relationships – In some cases, managers are close to or feel protective of their 
employees and do not wish to overburden them with additional workload, leading to them undertaking 
additional work themselves. Further, poor relationships were noted to lead to low employee 
engagement and poor work practices within the team. Conversely, good relationships were reported to 
improve practices and promote fair work distribution.  

• Inter-team relationships – the team dynamic, and whether they were reported to be cohesive and 
supportive as well as whether they understood each other’s roles well enough to support each other in 
times of high workload was also noted to influence workload management, with close teams reported 
to support each other manage workload and disjointed teams reported to  

• Employee-client relationships – for those who work with clients or provide service, the attitude and 
demands of the clients impacted on their workload. Frontline workers were highlighted as being at an 
increased risk of being exposed to adversarial environments (e.g. court systems) as well as occupational 
violence, aggression and unacceptable behaviour. Reporting requirements around these issues increase 
workload and decrease job satisfaction.  

There are several initiatives in place to provide interpersonal support, such as mentoring systems in the youth 
justice sector, human resource support for office workers at DPC, and the introduction of school 
administration/business managers in the UK.   

Interpersonal-level interventions identified by the scan and by key informants that could support workload 
management in the VPS included:  

• Develop context-specific guidelines to workload monitoring and risk screening 
• Education and training 
• Ensure adequate resourcing and monitoring 
• Management engagement, training and upskilling 
• Training in people leadership 
• Provision of additional resources and supports 
• OHS risk assessments which include workload management factors and promote initiatives which 

encourage flexibility and overall wellbeing.  

2.3.5 Individual level factors  

There were numerous factors identified at the Individual level which may influence workload management.  
The capacity of a worker to carry out given tasks was the most common factor identified, and relates to the 
individual’s individual attitude, resilience, education and training, time management skills, and work 
expectations.  A recurring theme was that each worker was individual and that their capacity to undertake 
tasks, manage tasks and their skill level influenced both their workload and their ability to cope with their 
workload as well as to seek support when needed. The level and availability of training may also differ also 
according to the worker classification within the VPS. In addition, life forces outside of the workplace were also 
commonly reported to influence a workers’ response to workload.  

An individual’s health and OHS risk was also highlighted as a major factor with respect to workload 
management, and an individual’s own mental and physical health and wellbeing not only plays an important 
role in workload management, but are important screening tools in workload management strategies (e.g. 
fatigue screening and management). 

Workload management initiatives at the individual level either focus upon building individual capacity in 
undertaking tasks or addresses an individual’s own circumstance, risks and job satisfaction and expectations.  
These can include the inclusion of flexible work conditions, increased training or rewards for job progression 
and individual risk screening and wellbeing assessments.  Training was in line with the worker’s Professional 
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Development Plan process.  The DET are about to implement an additional opportunity for teachers to 
undergo professional development, taking into account their busy, and often overloaded schedules. 

2.3.6 Summary of factors  

A range of factors across the VPS impact an individual employee’s workload and the ability to manage it in 
psychosocially healthy way. An overview of all factors identified is provided in Table 11 Summary of factors 
identified which may influence workload management.  

Table 11. Summary of factors identified which may influence workload management 

SEM Level Factors 

System/Public 
Policy 

• Primarily reactive 
• Time pressures 
• Cycles and changes affecting resource allocation and planning 
• Department amalgamations and job cuts 
• Lack of resources 
• Using outdated data 
• On-costs in budgets 
• Absence of matrix funding 
• Policies regarding backfilling of positions, work reallocation and use of labour hire 
• Duplication in processes 

Community 

• Community expectations and media influence 
• Responding to external events/incidents (e.g. fire, crime) 
• Industrial action 
• Victoria’s population growth  

Organisational 
/Environmental 

• Job descriptions and role clarity 
• Administrative tasks 
• Lack of attention given to administrative support positions for frontline staff 
• Vacancies and difficulties filling positions; staff turnover 
• Staff training 
• Rostering guidelines 
• Labour hire and casualisation of workforce  
• Type of work e.g. Policy work less controlled than project work 
• Caseloads and case complexity  
• Case complexity 
• Areas without ratios or caseload limits 
• Focus on client rather than worker 
• Compliance to guidelines and regulations 
• Long hours 
• Encouragement to take on excessive workload 
• Management skills and knowledge 
• Management leading by example (taking on excessive workload) 
• Defined work areas vs hot desking 
• Storage (physical and computer) 
• Perception of job security 
• Technology (dated infrastructure, lack of resources, changes in IT and workflows) 

Interpersonal 

• Manager-worker relations 
• Team work environment 
• Exposure to adversarial environments (e.g. court systems) 
• Occupational violence, aggression and unacceptable behaviour 

Individual • Capability to manage own workload 
• Time management skills 
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SEM Level Factors 

• Work expectations 
• Work-life balance and flexibility in work 
• Stress/anxiety/depression 
• Fatigue and burnout 
• Individual attitude 
• High performers 
• Resilience 
• Career advancement and development 
• Education and training 
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3 .  I N S I G H T S  A N D  I M P L I C A T I O N S  

The VPS represents a diverse range of workers, with employees from the 16 organisations represented in this 
scan ranging from office based policy and project workers, managers, administrative staff, child protection 
officers, corrections officers, emergency service workers, teachers, healthcare workers and police officers, 
each with differing factors that drive both their workload and their ability to manage their workload. 
Approaches to workload management were just as diverse as the workforce, with initiatives ranging from 
formal data-driven resource prediction and allocation models to informal approaches that rely on the 
manager-employee relationship. 

Approaches that were more formal were largely focussed on frontline workers and sectors with known 
workload and resourcing problems such as teachers, nurses and child protection workers. Few formal 
approaches were in place for office/Departmental workers as a whole and of those that did exist it was unclear 
as to how well they were implemented and whether policies were adhered to.  

Increasing attention was being given to the implementation of risk assessments across the VPS. These 
approaches aimed to understand psychosocial health risk factors including workload levels and stress in the 
current workplace. The link between risk assessments and the next stage of risk management was less clear, 
with little information about actions undertaken as a result of assessments collected. Further, where 
information was available about strategies resulting from risk assessments, the strategies to prevent 
psychological harm were disproportionately worker-directed (e.g., building resilience; self-care) compared to 
organisation-directed (e.g., job design; job stress reduction). Both of these need to be addressed for effective 
workload management in the workplace.  

For VPS roles that are primarily office-based, there is no clear guidance on what constitutes a psychologically 
healthy workload. Workers perform tasks based on their position descriptions, however tasks are not usually 
quantified or routinely monitored, and further it is common for workers to undertake tasks outside of those 
stipulated within their position description. This makes it difficult to understand how many staff are needed to 
complete all work requirements across the Department in a psychologically safe way. Thus, especially for 
office-based roles, a consensus is needed as to what is a healthy workload for different job types would be 
useful. Several informants identified the need for improved resource allocation in the office worker space, and 
having a clear picture of what constitutes a psychologically healthy workload would support this need.  

The impact of poor workload management was well understood, with the link between poor workload 
management practices, work-related stress and psychosocial health made by key informants. Further, a strong 
desire to both work towards better practice in workload management as well as to increase employee mental 
wellbeing and prevent mental ill-health was identified. It was less clear as to whether there was recognition of 
workload management issues at the senior levels of Government, however, this was seen as a critical element 
for the future success of any workload management initiatives.  

The nature of Government and the system that it operates on directly influences, and in some cases, impedes 
the ability of the VPS to effectively manage workload. Using the Socio-Ecological Model, factors which impact 
at multiple levels of the system to influence workload and workload management practices within the VPS 
were identified, including: 

• Factors at a system/public policy level including the reactive nature of government leading to an 
inability to undertake effective workforce planning and resource appropriately 

• Factors at a community level including media and population growth leading to increased demand for 
services and community expectations 

• Factors at the organisational/environmental including work types and roles of the organisation and 
leadership and policies within Departments 

• Factors at an interpersonal level including the relationship between the employer and manager, as well 
as those of clients and stakeholders  

• Factors at an individual level including individual capabilities, resilience and capacity for work.  
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These factors interacted to impact workload and the ability to manage workload effectively in the VPS and 
were reported to create unexpected workloads, cause difficulty in predicting resource needs, increase 
pressure of Government to deliver more with less and create pressure on managers and individuals to deliver. 
Further, while factors were identified at all levels, factors at the environmental level – which translate to the 
Departmental level in the VPS– were particularly common with factors such as the type of work, organisational 
policies and procedures, resourcing levels, management skills and resources and technology cited as impacting 
workload management. The implications of this is that workload management approaches that target this 
level and consider the organisational context, work type and resourcing are likely to achieve positive impacts 
on workload management.  

For workload management initiatives to be implemented effectively, interview participants recommended that 
any initiative be work context-specific and tailored to the work type and individual.  It was also noted that 
many of the initiatives in place, such as ratios and caseload limits that appear to be working well should be a 
minimum guideline rather than a standard to reach.  

Key areas for further consideration to support the development of a whole-of-VPS approach to workload 
management include:  

• Approaches will need to consider workload management as a system issue and address factors 
influencing workload management at multiple levels  

• Approaches that rely heavily on managers and supervisors alone are unlikely to yield positive results as 
managers in the VPS were reported to already be overburdened  

• Risk assessments are useful tools for understanding workload and where it rests with broader 
psychological risk factors, however, guidance regarding mapping assessments to actions is needed for 
effective implementation   

• Empowering employees to make informed decisions about their own capacity and capability to 
undertake given tasks can support effective workload management  

• Collaborative and participatory approaches involving management and employees are key to resolving 
workload management issues in the workplace as it enables the identification of appropriate and 
context-specific solutions  

• Any new initiatives, including those implemented for workload management, will need to be resourced 
effectively and appropriately to succeed.  
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