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Foreword

Every day across Victoria, lawyers play a vital role in the community
by providing legal expertise, advocating forjustice and promoting
legalrights. They offer crucial supportin navigating legal systems,
ensuring access to justice, and promoting the rule of law.

While they are performing such a criticalrole,
lawyers shouldreasonably expect that they
willbe both physically and psychologically
safeinthe workplace. Also, through a shared
commitment with theirorganisation, lawyers
should be able to sustain theirwellbeing
throughout theircareers.

We know fromrecentresearch that there
isworktodotoimprove lawyerwellbeing.
Lasting change willrequire actionat all

levels of the system - sector, organisational,
interpersonal andindividual. The co-designed
LawyerWellbeing Systems Theory of Change
framework provides aroadmap for this change
and avision forthe future of lawyerwellbeing:
that ‘the Victorianlegal systemfostersa
connected and empathetic legal profession
that values wellbeing while delivering services to
ahighstandardforclients’. Thisis alegacy that
many of us asleadersin the profession aspire to
passon.

These Wellbeing Guidelines are a practical
toolto supporttargeted wellbeing action at

the organisationallevel. They were developed
by psychologist, lawyerand wellbeing expert
DrCarly Schrever. She hasdrawnonherdeep
researchandunderstanding of lawyersand
wellbeing and has consulted extensively with
the Lawyer Wellbeing Community of Practice to
test the guidelines’ practical applicability within
legalworkplaces. WorkSafe in turn provided
theirexpertreview to confirmthe Guidelines
alignwith currentand upcoming obligations
underthe Occupational Health and Safety

Act 2004 (Vic). As workplaces andlegislative
requirements evolve, so willthese guidelines.

Many legal workplaces are taking significant
stepstoimprove lawyerwellbeing, and they’re
already seeing benefits. Beyond merely
meeting OHS legislative requirements or doing
theright thing, evidenceis clearthat better
lawyerwellbeing means people are less likely
toleavelegalworkplacesleadingtolower
turnover costs, increasedtalentretentionand
consistencyinclientservice.

Betterlawyerwellbeing also correlates with
fewerreports of workplace incivility, higher
engagementand purpose atwork,and amore
ethically engaged culture.

Forworkplaces already reaping the rewards of
betterlawyerwellbeing, these Guidelines will
confirmyou’re goingintheright direction - from
goodtobetter, orevenbestpractice -and

setting astandard forthe profession. Forothers,

they will show you how to take, document and
celebrate yournext,manageable step.

The VictorianLegal Services Board and
Commissioneris committed to supportingand
shapingthelegal systemtoimprove lawyer
wellbeing. We will continue to work alongside
the professionand Victoria’s healthand safety
regulator, WorkSafe, to ensure lawyers can

do theirwork safely and to a high standard. |
encourage allleadersinthelawto use these
Guidelinesandbe part of the change.

/

FionaMclLeay

VictorianLegal Services Board CEO
and Commissioner
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Introduction

Taking steps to safeguard lawyer and legal support staff wellbeing
is an essential aspect of meeting psychological health and safety

obligations for all legal workplaces.

Thereis now overwhelming evidence that the
legal professionin Australia, and internationally,
experiences elevatedlevels of psychological
distress and mentalill-healthregarding their
work. Recent university-ledresearchinvolving
lawyers from Victoria, New South Wales and
Western Australiafound nearly oneinthree
lawyersreported elevated psychological
distress.!

Unacknowledged and unmanaged stressin
legalworkplacesimpactslawyers directly,
canreduce service delivery to clients,and can
alsounderlie some unprofessional conduct
thatbringslawyersto the attention of legal
regulators. These outcomes can have harmful
impactsonclients and the broaderprofession.

Researchhas consistently shownthat lawyer
stressislinked to cultural, organisational

and systemic features of legal workplaces,
including:

e longhours

e unmanageableworkloads

e unrealistic expectations (fromclients,
superiors and courts)

o targetsthatignore non-fee-earning
achievements

e poorcommunicationand management

o hypercritical, competitive and combative
cultures

e stigmatisation of stress and mentalill-health

e negativeinterpersonal behaviours,including
incivility, bullying, sexualharassment and
discrimination

e exposure to potentially traumatic content
and experiences withinsufficient support.

Recent system-effectsresearchidentified 45
factorsthatdrive poorlawyerwellbeing. The
researchalso highlighted the need foraction

across the sector, given 39% of respondents
reported thatworkinginthelegalsectorhasa
negative impact on theirwellbeing.? Using this
research, the Lawyer Wellbeing Systems Theory

of Change framework hasbeen co-developed
withthelegal professioninVictoria to provide
asetof shared outcomesto guide action at
the sector, organisation, interpersonaland
individuallevels.

While lawyerwellbeingis ashared responsibility
betweentheindividuallawyerand their
workplace, and one that sits within the broader
legal sector context, principals and those with
leadershiprolesinlegalworkplaces of all sizes
have particularresponsibilities. These include
to establish structures andimplement practices
that mitigate therisk of psychologicalharmto
theiremployees.

The Wellbeing Guidelines forLegal Workplaces
(the Guidelines) have been developed

by drawing onlocalandinternational
empiricalresearch onlawyerwellbeing,

input fromwellbeing specialists working
inlegalworkplaces, resources and advice

from WorkSafe Victoria, and the Victorian
Government’s Mentally Healthy Workplaces
Framework (the Victorian Framework). The
Guidelinesaimto help youidentify the tangible
actionsyou should take withinyourlegal
workplace to safeguardlawyerandlegal
support staff wellbeing, and the additional
actionsyou canwork towards as you progress
the wellbeing maturity of yourlegal workplace.
The Guidelines willhelp the professionto take
tangible action aligned with the Systems Theory
of Change, particularly at the organisationlevel.

1. Australian National University and University of Melbourne - Lawyer wellbeing, workplace culture and ethics research: Interim

results October2024.

2.2025-03-26 - Systemic Drivers of Poor Lawyer Wellbeing - System Effects Report.pdf
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https://lsbc.vic.gov.au/sites/default/files/2024-10/2024-10-30%20-%20Lawyer%20wellbeing%2C%20workplace%20culture%20and%20ethics%20research%20-%20interim_2.pdf
https://lsbc.vic.gov.au/sites/default/files/2024-10/2024-10-30%20-%20Lawyer%20wellbeing%2C%20workplace%20culture%20and%20ethics%20research%20-%20interim_2.pdf
https://lsbc.vic.gov.au/sites/default/files/2024-12/2024-12-02%20-%20Systemic%20Drivers%20of%20Poor%20Lawyer%20Wellbeing%20-%20System%20Effects%20Report.pdf
https://lsbc.vic.gov.au/sites/default/files/2025-04/Lawyer%20Wellbeing%20Systems%20Theory%20of%20Change%20framework%20infographic.pdf
https://lsbc.vic.gov.au/sites/default/files/2025-04/Lawyer%20Wellbeing%20Systems%20Theory%20of%20Change%20framework%20infographic.pdf
https://www.vic.gov.au/victorian-mentally-healthy-workplaces-framework
https://www.vic.gov.au/victorian-mentally-healthy-workplaces-framework

Who are these
Guidelines for?

These Guidelines are principally intended to provide specific guidance to employers and leadersin
legalworkplaces who have aresponsibility foremployed lawyers and support staff, including:

e principal practising certificate holdersin private law practices and firms of all sizes

e executive andleadership lawyers withingovernment legal teams, community legal services, legal
aid offices

o chieflegal officers, general counsels, and otherleadership lawyers withinin-house legal teams
e humanresources managers, and otherhealth and safety duty holders withinlegal workplaces

Sole-practitioners, barristers, andleaders in otherlegal professional environments such as courts and
tribunals are encouragedto treat these Guidelines as aresource foradaption to their specific context.
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Principles

Inline with the Victorian Framework, the Guidelines are intended to
support the following workplace wellbeing principles:

Strengths-based

considering different needs, preferences
and strengths

encouraging help-seekingand
normalisation of wellbeing challenges

reframing mistakes aslearning opportunities

Integrated approach

recognising thatlawyerwellbeingis a shared
responsibility between the individual lawyer
and thelegal workplace and exists within the
broaderlegal sector

emphasising that aholistic approachto
lawyerwellbeingwillinvolve acombination
of activities that promote the wellbeing-
enhancing aspects of work, prevent
avoidablerisks towellbeing, andrespondto
theinherent demands of legal work

Co-design

consultingand collaborating at every stage
with the people most affected by workplace
conditions and decisions, including people
with lived experience of work-related stress
where possible

Actions

prioritising actionandimplementation,
ratherthanaims, aspirationsandpolicies

embedding wellbeing actionsinto business
asusual

measuring outcomes overtime

Consistency

emphasising thatinterventions and actions
must be evidence-based andhave alevel of
standardisation across the legalworkplace
andacrosstime

Continuousimprovement

encouraging self-reflection

being willing to adjust initiatives and respond
to the evolving environment

evaluating actions taken
reporting progress and outcomes.
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Three levels of intervention

Asrecommended by the Victorian Framework, the Guidelinesreflect the need foranintegrated
approachtolegalworkplace wellbeing, whichrecognises the need forlegal workplaces to:

Promote

lawyer and staff wellbeing and the positive aspects of legal work.

Protect

lawyers and staff from psychosocial hazards by identifyingand managingrisks to a fair
and safelegalworkplace.

Respond

to early warning signs of lawyer and staff stress, with effective systems, interventions
and skills.

The Guidelinesrecommend actions and strategies at each of these levels and provide accompanying
resources forimplementation.




Good, better and best practice

As adescription of aminimum standard, the Guidelines suggest tangible actions that could and should
be takentoimplement ‘good’ practice in supporting lawyerwellbeing. The Guidelines also suggesta
range of additional ‘better’ and ‘best’ practice actions thatlegal workplaces could consideras they
progressintheirwellbeing maturity. These practice levels are definedin this way:

Good practice

involves alearning mindset on the part of legalworkplaces, inwhich staff are consulted
proactively,and wellbeingrisks are identified and assessed systematically.

Better practice

involves anengaged mindset onthe part of legal workplaces, in whichwellbeing risks
are directly controlled, andimprovements are planned and executed within a culture of
organisational responsibility
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Best practice

involves adynamic mindset onthe part of legal workplaces, inwhichwellbeing controls are
embeddedinorganisational systems, and continue to evolve in a continuousimprovement
cycle of riskidentification, control, evaluation and knowledge-sharing.

A ‘living’ document

The understanding around what constitutes ‘good’, ‘better’, and ‘best’ practice in the management of
psychosocialrisksinlegalworkplacesis anevolving space. These Guidelines will be regularly reviewed
andupdated astheresearchevidence andlegislative landscape develops.



Use of the Guidelines

How to use the Guidelines

You should considerthe ‘good practice’ actionsrecommended forlegalworkplaces, and take

steps swiftly toimplementand embed any actions that are not already established withinyourlegal
workplace. To furtherenhance wellbeing within yourlegalworkplace and the broaderlegal profession,
considerthose actionsrecommended under ‘betterpractice’ and ‘best practice’. Allactions should be
co-designed withyour staff.

How the VLSB+C may use the Guidelines

The primary purpose of the Guidelinesis supportive, ratherthanregulatory. They are designed to assist
legalworkplacestoimplementactions that will benefit the wellbeing of theiremployees. However,
whenwellbeingrisks remain unaddressed within legal workplaces, unethical and othernon-compliant
behaviouronthe part of lawyersis more likely. Employers and others who manage or controllegal
workplaces haveresponsibilities under Victoria’s occupational health and safety laws (OHS laws) to
identify and control psychological and physicalrisks to employees.

Giventhisrelationship betweenworkplace wellbeing, professional behaviour,and OHS regulation, the
VLSB+C willuse the Guidelines to:

e informVLSB+C staff and auditors on good practice wellbeing actions forlegalworkplaces
e supportsystemimprovementsinlawyerwellbeing and drive changeinlegalworkplaces
o assistinidentifying potential breaches of Victoria’s OHS laws that should be referred to WorkSafe.

Additionalresources andlinks to help withimplementation of the guidelines canbe found on the
VLSB+C website.

saoe|d)IoN |BOS7 104 sBulBpINS Bulaq|Idpn



Wellbeing Guidelines - Good, Better and Best Actions

Good practice

wellbeing actions

Better practice
wellbeing actions

Best practice
wellbeing actions

Wellbeing plan

Wellbeing commitment statement
andleadership visibility

Facilitatedreflective practice groups

“Managing forwellbeing” training

Designated wellbeing champions

Integrated policies

Wellbeinginduction, education,
andresources

Mentorship programs

Knowledge-sharing and collaboration
with the broaderlegal sector

Regularone-on-oneswithleaders or
managers

Commitmenttoano-blame culture

Professionalin-house support

Psychosocialrisk assessment and early
intervention

Workload management system

SMART job design

Reporting system andrisk registerfor
psychosocialincidents

Healthand Wellbeing Committee

Ethical compliance training

Accessto confidential counselling

Returntowork policy

Proactive wellbeing
supervision sessions

Criticalincidentresponse policy

Designated peersupporters

Tailored wellbeing support

Wellbeing response training formanagers

Trained contact officers

Flexible leave and work arrangements




Foundational Element 1:
o Promote

Snapshot

Mentally healthy legal workplaces actively recognise and promote the positive aspects of legal
work by:

o |ookingforways to supportthe mentalhealth and wellbeing of theirlawyers and staff
o identifyingandbuildingonpracticesandinitiatives thatare already successful

e empoweringlegal professionals and teams to leverage their strengthsin theirwork

o offeringongoinglearningand development opportunities.

Why is thisimportant? Where do you start?
Work canand shouldbe goodforus. When Startbyimplementing the 3 ‘good practice’
legalworkplaces promote the positive aspects actions:

of work, lawyers and support staff are more

likely to be engaged and satisfied in their work, * wellbeingplan

whichreducesburnout and fosters a positive e ‘managingforwellbeing’ training
workplace culture. « wellbeinginduction, educationand
resources.

How does this help the
workplace?

Engagedlawyers and staff with higherlevels of
positive wellbeing are more productive, creative
and efficient. When the positive aspects of legal
work are promoted, legalworkplaces get the
bestout of theirpeople, whichleads to better
retention, productivity and teammorale.
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Foundational Element 1:

Promote

Actions

Good practice

Wellbeing plan

Ensure, through a process of consultation
and collaboration, that leadership co-
designs awellbeing planforthelegal
workplace withlawyers and staff. This
planshould articulate the shared visionfor
creating amentally healthy workplace, action
areas and initiatives that willbe delivered,
andtheroles and accountabilities for
delivering these goals. It should alsoinclude
metrics and procedures to continuously
monitor, evaluate andimprove outcomes.

Ensure the wellbeing planand any associated
policies arereviewed annually.

‘Managing for wellbeing’ training

Ensure principals and others with
managementrolesundertake training
onsupportive management practices.
This should help themtounderstand and
address psychosocial hazards, understand
effective supervisionandreflective
practice,recognise andreward effortand
performance, and detectand address
wellbeingissuesinstaff and teams.

Include theseresponsibilitiesin position
descriptions.

Wellbeinginduction, educationand resources

Provide structured wellbeing educationand
resourcesforlawyers and staff across the
employee lifecycle to promote awareness
of howwellbeing affects anindividual’s

legal practice, to empowerindividuals to
develop self-management strategiesandto
encourage help-seeking.

Provide this supportatinductionandrefresh
resources annually.

Provide otherawareness events andregular
skills-based traininginareas such as stress
management, de-escalationandresilience.

Reinforce key messages through easily
accessibleresources - such as tip sheets,
tools and support service contacts - that
are hosted onthe staff intranet or similar
platform.

Ensure all contentaligns withworkplace
policies, the wellbeing plan, andrisk
assessment framework.

Ensureleaders model participationin
wellbeing education and awareness-raising
events.
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Foundational Element 1:

Promote

Better practice

Wellbeing commitment statementand
leadership visibility

e Ensureprincipals and otherleaders publicly
commit theirfirm or practice toimproved
employee mental healthand wellbeing
through aformal statement. Thiscanbe
stated onthelegalworkplace’s website and/
orpromoted internally.

e Ensureprincipalsandleaders are visible
intheirunequivocal support forwellbeing
initiatives and are aligned with the
commitment statement.

o Ensurealllawyersandsupport staff are
aware of thiscommitment.

Best practice

Facilitated reflective practice groups

Establishpeerreflective practice groups, ideally
facilitated by a skilled mental health professional,
throughwhichlawyers and support staff can
share experiences, challengesandadvicein
aconfidentialand structured environment.
Reflective practice groups should come
togetherforapproximately 90 minutesin-person
oronline monthly, bi-monthly orquarterly.

Integrated policies

¢ Integrate mentalhealthand wellbeing
policiesinto broaderorganisational policies
and practices, including measuring and
rewarding performance.

o Considerwhetherthelegalworkplace’s
performance management system
motivates ethical behaviours and people to
dotheirbest.

e Establishmechanisms forstaff to provide
feedbackonpolicies and practicesrelated
tomental healthand wellbeing.

o |dentifythe business case forimprovements.

Designated wellbeing champions

e Appointwellbeingchampionsresponsible
forpromoting and supporting mental
healthinitiatives withinthe legal workplace.
Wellbeing champions should be thoughtfully
appointed, ideally following an expression of
interest process.

e Provide wellbeing champions with
appropriate training, supervisionand
allocated time foractivities.

Mentorship programs

Establishmentorship programs orbuddy
systemsto support the professional growth of
youngeremployees and employeeswith diverse
identities, and to provide aninformal route to
discussissues whenthings gowrong.

Knowledge-sharing and collaboration with the
broaderlegal sector

o Contributetothe system-wide
enhancement of lawyerwellbeingand
evolve yourworkplace’s approach by sharing
knowledge, ideas and successes with other
legalworkplaces.

e Supportstaff to participatein external
forums, wellbeinginitiatives and cross-
sectorworking groups.

e Shareinternal practicesandlearnings with
the broaderprofessionandinvite guest
speakers or collaborators from other
organisations to contribute tointernal
wellbeing efforts.

o Fosterregulardialogue with peers across the
legalsector.
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Foundational Element 2:

6 Protect

Snapshot

Mentally healthy legalworkplaces take steps to protect theirlawyers and support staff from physical,
environmental and psychologicalharm by:

o understandinglegal obligations to identify and control hazards, including psychosocial hazards
o identifyingandevaluatingrisks to psychological healththat are specific tolegal environments
e proactively assessing and managing psychosocial hazards withinthe workplace

o implementing effective work design, allowing legal professionals to have inputinto how they
manage and perform their tasks

e conductingregularconsultations andreviews of the broaderworkplace environment to ensure it
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meets safety standards.
Why is thisimportant? Where do you start?
Many risks to lawyerwellbeing can be prevented Startbyimplementing the 3 ‘good practice’
ormitigated through strategic adjustments actions:

toworkplace systems, practices and tasks.

Eliminating orreducing unnecessary work e regularone-on-oneswithleadersand

demands and hazards, increases lawyers’ managers
and staff members’resilience forthe inherent o psychosocialriskassessmentandearly
demands and challenges of legal work. intervention

e reportingsystemandriskregisterfor
psychosocialincidents.

How does this help the
workplace?

Proactively addressingrisks and hazards
enhances employeeresilience, reduces
absenteeism, andimproves productivity. It
promotes a safe and supportive environment
where legal professionals and staff can
thrive, whichultimately improves overall team
performance and morale.
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Foundational Element 2:

Protect

Actions

Good practice

Regularone-on-ones withleaders or
managers

Ensure leaders haveregular(ideally weekly
orfortnightly) one-on-one supervision
meetings withalllawyers and support staff
whoreporttothem. Inthese meetings

they should discuss workload, role clarity,
work challenges, feedback, development
aspirations and overall wellbeing. Thisis also
the bestmechanism forbuilding trust with
and knowledge of staff, so thatleaderscan
detectwellbeing changes and offersupport.

Ideally, ensure anindividual leaderhasno
more than 8 directreports.

Psychosocial risk assessment and early
intervention

Conductaregularpsychosocialrisk
assessment toidentify and mitigate potential
hazards, including excessive workloads,
longwork hours, lack of support, traumatic
case content, interactionwith people with
challenging behaviours, and negative
workplace behaviours.

Seekfeedbackfromalllawyers and support
staff about their satisfactionand experience
of psychosocial safety and wellbeing at
work.

When hazards areidentified, designand
implement evidence-informed controls.
Ensure these controls are periodically

assessedfortheireffectivenessin
eliminating orreducing therisk.

Reporting system andrisk register for
psychosocialincidents

Implement a clear, confidential reporting
systemforpsychosocialincidents, suchas

bullying, harassment, orwork-related stress.

Maintain ariskregisterto track these
incidents and monitortrends, examine
existing controls to determine why the
incident occurred andrevise, where
appropriate, to minimise future risks. This
enablesthelegalworkplace toidentify
issues early and take appropriate corrective
actions.
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Foundational Element 2:

Protect

Better practice

Commitment to ano-blame culture

Ensure leaders articulate andinternally
publicise acommitment statement for
promoting a ‘no-blame culture’.

Actively fostera culture where lawyersand
staff feel safe to speak up about mistakes.

Consistently speak of mistakes aslearning
opportunitiesratherthanindicators of
incompetence.

Reward and encourage lawyers and staff
who speak up.

Callout blamingbehaviour.

Share personal stories of mistakes and near
misses.

Use any nearmisses aslearning points for
training.

Advocate for high standards, not perfection.

Workload management system

Create goodworkload management
practices byimplementing the ‘good
practice’ actions.

Further systematise the practices by
establishingapolicy and process to monitor
and manage workloads throughout the
legalworkplace. The policy shouldinclude
solutions to:

1. track distribution of tasks to ensure
anequitable spread withinand
across teams

2. requireregularworkloadreview
3. promote flexible working arrangements

4. promote opencommunicationabout
workload and capacity

5.  monitorandactonovertime data.

Health and Wellbeing Committee

Establishacommittee withrepresentatives
from all teams and business units, including
any health and safety representatives.

The committee’sroleis to oversee the
application of thelegalworkplace’s
wellbeing plan, monitorimplementationand
evaluation of healthand wellbeinginitiatives,
and establish processes forinternal
reporting andinvestigation of incidents and
near-misses.

Ensure the committee takes acontinuous
improvement approach to psychosocial risk
prevention, and regularly updates strategies
based oninternalinvestigations, new
researchand feedback.
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Foundational Element 2:

Protect

Best practice

Professionalin-house support

Depending onthe size of the legalworkplace,
eitheremploy orengage anappropriately trained
mental health professional (e.g. psychologist)

to provide expertguidance toleadersand
managers, deliver training, develop relevant
policies,andimplement otheractions suggested
inthese Guidelines.

SMART job design

Review allroles and expectations of lawyers
and staff through the lens of SMART job

design - to ensure, where possible, that workiis
Stimulating, promotes Mastery of skills, offers
Agencyindecision-making, fosters Relational
connections, andremains Tolerable to prevent
burnout. Whenimplemented alongside systems
to manage the quantitative extent and equity
of lawyers’ workloads, SMART job designhelps
manage the qualitative experience of workload
pressure.

Ethical compliance training

Ensure principals, lawyers and relevant
support staff are supportedto participatein
ethical, compliance and regulatory concerns
training. The training should provide clarity
onobligations, expectations, andresponse
pathways forbreaches and nearmisses.

It should alsoinclude discussions about
professionalvalues, therisk and protective
factorsforethical compliance within
organisational settings, and the inter-relationship
betweenwellbeing and ethical behaviour.
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Foundational Element 3:

Q Respond

Snapshot

Mentally healthy legalworkplaces actively identify and respond swiftly to warning signs of distress,
decliningwellbeing, ormentalill-healthamong theirlawyers and support staff by:

o knowingtheirstaff and detecting changesinbehaviourand performance

e beingreadyandequippedto provide timely and appropriate support tolawyers and staff

e actingswiftlyonany early warning signstoincrease the chances of positive health and wellbeing
outcomes, which canalso contribute toimproved workplace performance

e providing sensitive support tolawyers and staff recovering from orreturning to work following

incidents, illnessandinjury

o understandingincident notificationandresponse obligationsunder OHS laws.

Why is thisimportant?

Evenwhenlegalworkplacesimplement best
practice in promoting and protectingwellbeing,
lawyers and staff willoccasionally have difficult
periods and experience distress. Responding
promptly to early signs of distress helps prevent
more serious healthissues, reduces

theimpact of stress orillness, and supports
overallemployee wellbeing. It demonstrates the
legalworkplace’s commitment to the health of
its staff.

How does this help the
workplace?

Quickidentificationand support of mental
health concerns boosts employee confidence,
reduces downtime, andimproves overall
productivity. It creates a culture of care by
fosteringloyalty andimproving team morale
while reducing therisk of long-term mental
healthissues.

Where do you start?

Startbyimplementing the 3 ‘good practice’
actions:

e accesstoconfidential counselling
e criticalincidentresponse policy

o wellbeingresponse training formanagers.

saoe|d)IoN |BOS7 104 sBulBpINS Bulaq|Idpn

17



Foundational Element 3:

Respond

Actions

Good practice

Access to confidential counselling

e Ensureallemployeeshave 24/7 access
to confidential mental health and critical
incident support services, throughan
employee assistance program (EAP) or other
source.

e Createsuitable communicationand
feedback mechanisms to ensure awareness
of available supports and that services
continue to berelevant and effective to
lawyers and staff needs.

Criticalincident response policy

Establishandimplementacritical incident
response policy to swiftly address significant
workplace events thatimpactlawyerand staff
wellbeing. The policy should outline clear
procedures forimmediate response, support
andrecovery following a criticalincident, and
ensure all personnelreceive the necessary
psychological and professional assistance
duringcrises.

Wellbeing response training for managers

e Providetraining for principals and others
inmanagementroles to equip themto
recognise andrespondto early signs of
stressand mentalillnessinlawyersand
staff. This should include understanding
symptoms, enhancing communication
skills, learning basic intervention strategies
to provide timely and appropriate support,
reducingbias and stigma, and developing
confidence and competenceinassisting
lawyers and staff toreturnto work post-
injury.

¢ Includethe training as part of new managers
induction and provide refreshers annually or
biennially.

o Highlightwellbeingresponseasa
manager’sresponsibility inrelevant position
descriptions.
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Foundational Element 3:

Respond

Better practice

Returnto work policy

Develop andimplement an effective return
towork policy that facilitates the gradual
reintegration of lawyers and staff recovering
from stress, mentalillness, injury orcrisis.

This policy shouldinclude flexible work
arrangements, tailored supportplans,

and ongoing communication betweenthe
individual, theirhealthcare providers, manager
andHR /returntowork coordinatortoensure a
smooth transitionback towork.

Designated peer supporters

e Ensureselectedrepresentativesfromacross
teams and work groups receive training for
identifyingandrespondingto acolleague
indistress. Through this training, peer
supporters shouldlearnhow torecognise
signs of distressamong colleagues, basic
counsellingtechniques, and how to connect
peers with professional help. This will help
fosterasupportive andvigilant workplace
culture.

e Ensurepeersupportersreceive regular
supervision by a trained mental health
professional.

Trained contact officers

o Selectstaff membersrepresentingalllevels
of thelegalworkplace as contact officers.

o Ensuretheyreceive specialisedtraining
inassisting colleagues who experience
inappropriate workplace behaviour, such
asbullying, harassment and occupational
violence. In this way, contact officers will
learn basic skillsin conflict resolution,
legal compliance, workplace policies
and procedures, to provide guidance on
available options forresolution.
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Foundational Element 3:

Respond

Best practice

Proactive wellbeing supervision sessions

Establish aprogram of proactive wellbeing
supervisionforlawyers and support

staff engagedin complexoremotionally
demandingwork. These proactive wellbeing
supervision sessions are regular, confidential
meetings with a mental health professional,
inwhichlawyers and staff are supported
toreflectonthe humandimension of their
work, monitorits personalimpact, andlearn
strategies to manage knownworkplace
stressors effectively. They should also allow
forstaff to build a therapeutic relationship
thatthey cancallonif they are acutely
impacted by the demands of work.

Ensure these sessions areregular(e.g.
monthly, quarterly or biannually). Setclear
expectations about participation, preferably
using an opt-outapproach.

Tailored wellbeing support

Flexible leave and work arrangements

Offerflexible leave and work options that
supportlawyers and staff during family
andlife events andrespect theirlives
andinterests outside of work, including
caregivingresponsibilities.

Provide additional daysinlieuforextrahours
worked to acknowledge theimportance

of restandrecovery afterperiods of high
demand.

Incorporate these options and arrangements
inthe legalworkplace’sleave policy.
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Provide tailored mental health and wellbeing
support services fordiverse groups that
address the specific needs and challenges of
individuals withintersectionalidentities. This
couldinclude culturally competent counselling,
support groups, and training sessions forall
staff to promoteinclusivity and understanding
across thelegalworkplace.
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Definitions

Contactofficer

Atrained, designated employee withinan
organisationwho serves as a confidential
andimpartial point of contact forcolleagues
experiencing workplaceissueslike bullying,
harassment, discrimination, and provides
supportand guidance onavailable resolution
pathways.

Criticalincident

Atraumatic orstressful event thathas the
potentialto cause significantharm, either
physically or psychologically, to those involved.
These events are oftenunexpected and outside
therealm of normal experience, and can disrupt
aperson’s sense of safety and wellbeing.

Culture and conduct

The sharedvalues, behaviours, and norms within
aworkplace that shape howindividualsinteract.
Ahealthy culture promotes trust, respect,
professionalism, and wellbeing.

Evidence-informed

Anapproachthatusesthe bestavailable
research, expertknowledge, and practical
experience to guide decisions—while also
considering context, relevance, and feasibility.

Health and safety duty holders

Individuals or organisationsresponsible under
work health and safety laws forensuring, so far
asreasonably practicable, the physicaland
psychological wellbeing of workers.

Legal support staff

Non-lawyer professionals who contribute to the
delivery of legal services, including paralegals,
clerks, administrative assistants, andlegal
practice managers.

Legal workplace

Any organisationwhere legal services are
delivered or supported—such aslaw firms,
in-house legal teams, community legal centres,
andlegal aid services.

“Oneonone’s”

Scheduled supervision meetings between
twoindividuals, typicallyamanagerandan
employee, to discuss workload, work-related
topics, careerdevelopment, wellbeing and build
strongerrelationships.

Peer supporter

Atrained staff memberwho provides support
to othersinthe workplace based onshared
experiences, particularly in the context of
mental health or otherhealth conditions. They
have wellbeing conversations with colleagues
inneed, and help them navigate next steps
including accessing otheravailable supports.

Performance targets thatignore non-fee-
earning achievements

Workplace benchmarks that focus only on
billable hours or financial outputs, overlooking
meaningful contributions such as mentoring, pro
bono work, supervision, business development,
orinternalleadershiproles.

Protective workplace factors

Aspects of the work environment that promote
wellbeing andreducerisk of harm, such as
supportive leadership, fair policies, workload
balance, and apositive team culture.

Psychological distress

Mental oremotional suffering often marked

by symptoms such as anxiety, low mood, and
overwhelm, which canimpairaperson’s ability to
functionatwork orindaily life.
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Psychological health and safety

Aworkplace conditioninwhich psychological
risks are actively managed to preventharmand
promote mental wellbeing, trust, and safety.

Psychosocial hazards

Workplace conditions or practices that may
cause psychologicalharm, such as excessive
workload, bullying, poor support, orexposure to
traumatic content.

Psychosocialrisk assessment

Asystematic processusedtoidentify, evaluate,
and control potential hazards that cannegatively
impact the mentalhealth and wellbeing of
workersinthe workplace.

Reflective practice

Aprocess of intentionally and critically thinking
aboutone’s experiences, actions, and decisions
tolearnandimprove, oftenundertakenin
regular, facilitated group settings.

Riskregister

Adocumentthat systematicallyidentifies
potentialrisks, theirlikelihood andimpact, and
the actions being takento mitigate them, as well
asrecords harmful events, accidentsand near
misses, and the organisationalresponse.

Stigmatisation of stress and mentalill-health

Negative attitudes orbeliefs that discredit or
marginalise individuals experiencing stress,
anxiety, orothermental health conditions,
discouraging openness or help-seeking.

Sustainable work practices

Work approaches designed to supportlong-
term performance and wellbeing, such as
reasonable hours, adequaterest, inclusive
policies, and proactive stress management.

Systemic change

Deep, structural transformationinworkplace
practices, policies, orculture aimed at
addressingroot causes of poorwellbeing,
ratherthansurface-level symptoms.

Theory of Change

Astrategic framework that maps out how
specificactions are expectedtolead to desired
outcomes, based onevidence, lived experience,
assumptions, and a clearsequence of change.

Unmanageable workload

Alevelorpace of work that consistently exceeds
aperson’s capacity tomanage it effectively,
leading to chronic stress, fatigue, orburnout.

Wellbeing

Aholistic state of positive physical, mental, and
emotional healththat enablesindividuals to
thrive intheirwork and personallife.

Wellbeing supervision

Astructured process where a supervisor (oftena
qualified therapist orexperienced professional)
providesregular, confidential supporttoan
individual. It offers aspace forreflection,
processing experiences, and developing
coping strategies.
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