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Figure 1. Hierarchy of control: 

Corrective actions 

The implementation of corrective actions is critical to the success of reducing health and safety risks in the 

workplace. Following an investigation of an incident, hazard or near miss, corrective actions may need to be 

implemented to eliminate or reduce the risk to an acceptable level. Depending on what the corrective 

action is, will determine who is responsible. 

For example, if the investigation found that there was a gap in this procedure, then PHS would be 

responsible for updating it, whereas if it was an action related to the area, then the injured person, or 

manager of the area would be responsible for implementing it. 

Once corrective actions have been determined, including responsibilities and timeframes, the details are to 

be documented. If corrective actions are not completed by their due date, the responsible parties must 

provide new timeframes to the relevant stakeholders. Stakeholders may include: 

• Executive Leadership

• Branch/Group Managers and Directors

• Relevant Managers

• People and Organisational Strategy Branch

• Health and Safety Committee

• Workers
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Definition of Workplace Bullying  
For the purposes of this policy, workplace bullying is defined as ‘repeated and unreasonable behaviour 
directed towards a worker or group of workers that creates a risk to health and safety’ (Dealing with 
Workplace Bullying – A Worker’s Guide, Safe Work Australia). 

Repeated refers to persistent behaviour and it can involve a range of behaviours over time.  

Unreasonable behaviour means ‘behaviour that a reasonable person, having considered the 
circumstances, would see as unreasonable, including behaviour that is victimising, humiliating, intimidating 
or threatening’ (Dealing with Workplace Bullying – A Worker’s Guide, Safe Work Australia).  

Risk to health and safety includes the risk to the emotional, mental or physical health of the person(s) in 
the workplace. 

Health is defined in the Work Health and Safety Act 2011 as both physical and psychological health. 

Monitoring and Evaluation  
People and Organisational Strategy Branch engages with Workplace Harassment Contact Officers (WHCO) 
to discuss issues that arise and processes/ strategies to provide a bullying and harassment free workplace. 

Questions relating to workplace harassment and bullying have been included in departmental surveys to 
provide an additional means of identifying and monitoring any systemic issues. Aggregated information on 
workplace harassment and bullying is provided to the Executive Board as part of regular reporting on 
employee wellbeing. 

Exit surveys also provide an opportunity for separating employees to provide feedback on their experience 
in the Treasury. Exit survey results referring to bullying, harassment or discrimination are addressed on a 
case-by-case basis by People and Organisational Strategy Branch and managers, as appropriate. 

Roles and responsibilities 
Employees, contractors and visitors 

All employees, contractors and visitors should:  

• take reasonable care of their own health and safety at work; 
• take reasonable care that their behaviour does not adversely affect the health and safety of other 

people; 

• speak out about bullying and harassment when they witness it occurring; 

• at all times behave in a way that upholds the Australian Public Service (APS) values and the integrity and 
good reputation of the APS; and 

• treat everyone with respect and courtesy and without harassment.  



 

Treasury policy/procedure – Preventing and managing bullying, harassment and discrimination in the workplace Page 5 

Employees should also familiarise themselves with this policy, including the complaint resolution process, 
individual responsibilities and legislative requirements. 

Managers 
In addition to the responsibilities above, managers should model positive behaviours, understand the 
complaint resolution process and deal promptly with any complaints that are raised.  

Managers and Team leaders should: 

• promote and advocate this policy in their work areas as appropriate; 

• take matters raised under this policy seriously; 

• remain neutral and impartial in handling complaints raised under this policy; 

• pass the matter on to their manager, if the reported behaviour involves them personally; 

• only disclose information concerning complaints to those with a role in resolving the complaint; 

• deal with complaints in an effective and expeditious manner for the benefit of all involved; and 

• where necessary deal with a bullying or harassment complaint as a public interest disclosure in 
accordance with the Public Interest Disclosure Act 2013.  

Division Heads and Deputy Secretaries should ensure so far as is reasonably practicable, that employees 
and others are not exposed to health and safety risks in the course of working for the Treasury. 

Workplace harassment contact officer 
The role of a WHCO is to: 

• provide information to employees on workplace harassment and bullying (this can be sought by 
employees regardless of whether a formal complaint has been made); 

• raise awareness of acceptable behaviour in the workplace; 

• provide information to employees on options available to resolve alleged cases of harassment; and 

• support employees during the resolution process, including listening empathetically and accompanying 
them to see the alleged harasser or their manager. They may also accompany the employee to attend 
hearings, inquiries or mediation sessions, if required.   

It is not the role of the WHCO to resolve harassment and bullying grievances, nor advocate for the 
complainant in any context. The same WHCO is also not able to support both the alleged bully/harasser and 
the complainant.  

WHCO may seek support or advice from other WHCO, Benestar (Treasury’s employee assistance provider) 
or the Performance and Wellbeing Team. WHCO need to be mindful of maintaining employee 
confidentiality. 
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Workplace bullying 
Bullying can take place between anyone in the workplace, including managers, co-workers, contractors and 
volunteers. Workplace bullying can occur between individuals, or a group where a number of people can 
also be responsible for targeting an individual or another group.  

Examples of possible behaviours  
Examples of behaviours which may be considered workplace bullying if they are repeated, unreasonable 
and create a risk to health and safety include: 

• abusive, insulting or offensive language; 

• displaying offensive material; 

• unjustified criticism or complaints; 

• behaving in a way that frightens or intimidates; 

• humiliating others through sarcasm, belittling someone’s opinions, or practical jokes;  

• deliberately intruding on a person’s space by pestering, spying or tampering with their work equipment 
or personal effects; 

• spreading misinformation or malicious rumours; 

• excessive scrutiny at work; 

• setting tasks that are unreasonably below or beyond a person’s known skill level; 

• changing work arrangements, such as rosters and leave, to deliberately inconvenience a particular 
worker or workers; 

• participating in ‘collective bullying’ which is characterised by passive aggressive group behaviour used as 
a deliberate strategy to drive an individual from the workplace; 

• setting unreasonable timelines or constantly changing deadlines; 

• deliberately excluding someone from workplace activities; 

• assigning meaningless tasks or unfairly assigning unpleasant tasks; and/or 

• deliberately withholding information or resources necessary for effective work performance. 
 

Other types of workplace bullying  
Some types of workplace bullying can constitute a criminal offence. In such cases the police should be 
contacted for advice and assistance. Behaviours which may be a criminal offence include obscene 
communications (telephone calls, mail, email, and IT applications), stalking, indecent exposure and actual 
or attempted physical or sexual assault.  

Workplace bullying can be intended or unintended. Intentional bullying is where the actions are intended 
to humiliate, intimidate, offend or distress, whether or not the behaviour has the intended effect or not. 
Unintended bullying is behaviour which, although not intended to humiliate, offend, intimidate or distress, 
did cause, and should reasonably be expected to cause, the intended effect. 
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Determining what constitutes bullying and harassment 
When determining whether bullying or harassment has occurred it is important to understand that 
perceptions of what behaviour is disrespectful or harassing can differ. The key factor in determining what 
behaviour constitutes bullying and harassment is determined by what a reasonable person would conclude 
about the behaviour.  

It is also important to have regard for the differing views and expectations of employees from different 
cultural and religious backgrounds. Managers and employees should be sensitive to how they are perceived 
by others and take care when communicating concerning difficult or sensitive matters. 

What is not workplace bullying  
There are a number of situations that although they may feel unpleasant, are not considered to be bullying. 
Examples of these situations include a single incident of unreasonable behaviour, reasonable management 
action taken in a reasonable way, and low level work conflict, including a difference of opinions or a spirited 
policy debate. 

Reasonable management action 

Reasonable management action taken in a reasonable way can include: 

• setting reasonable performance goals, standards and deadlines; 

• rostering and allocating working hours where the requirements are reasonable; 

• transferring a worker for operational reasons; 

• deciding not to select a worker for promotion where a reasonable process is followed and documented; 

• informing a worker about unsatisfactory work performance when undertaken in a reasonable manner 
and/or in accordance with workplace policies or agreements such as performance management 
guidelines; 

• informing a worker about inappropriate behaviour in an objective and confidential way; 

• implementing organisational changes or restructuring; and  

• termination of employment. 

Low level work conflict  

Low level work conflict is generally not considered to be workplace bullying because not all conflicts or 
disagreements have negative health effects. When conflict is at a low level and is task based, it can be a 
benefit to the workplace by generating debate that leads to new ideas and innovative solutions. 

Low level work conflict does not always pose a risk to health and safety. However, in some cases conflict 
that is persistent and not managed can escalate to a point where it meets the definition of workplace 
bullying and harassment. 
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• what outcome is expected by raising this complaint;  

• details on the complainant’s preferred method of contact; and 

• with whom the complaint has been raised so far (for example, team leader, manager, manager-once-
removed, WHCO, the Performance and Wellbeing Team or Health and Safety Representative).  

Informal process 
The Department’s informal process for managing harassment and bullying has two stages: early 
intervention and initial review.  

Early intervention efforts are designed to resolve the issue before it becomes repetitive and severe and 
where no investigation or disciplinary action is taken against the accused employee. Where early 
intervention has commenced and the complainant does not feel that the behaviour in question has 
discontinued, they can consider requesting an initial review. An initial review is an independent review 
usually undertaken by the People and Organisational Strategy Branch or an external provider. 

Formal process 
Where possible it is preferable to resolve issues through an informal process to allow the accused 
employee (where bullying has occurred) the opportunity to take positive action to correct or alter their 
behaviour. The complainant, however, may decide to lodge a formal complaint. The formal process will 
involve investigations which could take the form of a Code of Conduct investigation or Public Interest 
Disclosure investigation.  

Employees not involved in an incident considered to be harassment or bullying are also encouraged to 
report their observations of the behaviour to any of the contacts listed above. 

Attachment A outlines the stages of an informal and formal process. 

Workers’ compensation  
Where bullying or harassment allegations are made through a workers’ compensation claim, the Head 
People and Organisational Strategy Branch will initiate either an initial review or a formal review 
appropriate to the nature of the allegations. Any information gathered in the course of the review may be 
submitted to Comcare to assist with the determination of the claim. 

Investigation without consent of complainant 
The Treasury can investigate any complaints raised without the consent of the complainant. The outcome 
of the investigation will be informed by the information gathered as part of the investigation. The 
complainant may be asked to participate in the investigation. However, they may choose not to participate. 
The investigation may be in the form of an initial review. 
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An alternative option for dealing with bullying and harassment  
A worker who has been bullied can apply to the Fair Work Commission for an order to stop the bullying. 
This application may be made as an alternative to the Treasury informal/formal processes or following the 
conclusion of a Treasury process, if the issue is not resolved. There are no limits for making an anti-bullying 
application, but the worker must still be working for the employer where the bullying occurred at the time 
of the application. Workers who have been dismissed are not able to apply for an order, but they may still 
be able to pursue an unfair or lawful termination claim. 

When the issue is not resolved 
If reasonable efforts have been made to resolve the reported workplace bullying behaviour and the issue/s 
have not been resolved, any party involved in the incident may request that the matter be investigated by 
Comcare, the Work Health and Safety Regulator. Comcare may appoint an inspector to determine whether 
further investigation is required. 

There does not have to be agreement about whether reasonable efforts have been made to resolve the 
issue in order for an inspector to be requested. An inspector can be requested as long as one party 
considers that reasonable efforts have been made.  

The inspector may provide advice, investigate contraventions or issue an improvement notice.  
The Performance and Wellbeing Team on +61 2 6263 2222 or email orgwellbeing@treasury.gov.au.  

If the complainant considers that the issue has not been resolved satisfactorily, a review of action under 
Section 33 of the Public Service Act 1999 may also be available. 

If the alleged harassment involves discrimination covered by legislation, a complaint may be lodged with 
the Australian Human Rights Commission, which has a complaint handling service which may investigate 
and resolve such complaints. 

Support and advice  
For personal support, the Treasury’s employee assistance provider, Benestar, offers free and confidential 
counselling services independent of the Treasury. More information is available here. 

Records and procedural fairness 

Recordkeeping  
Records assist in identifying patterns of behaviour or continuing problems. Adequate records are essential 
if the matter leads to formal disciplinary action or to a request for information under the Freedom of 
Information Act 1982. Any formal action taken should be documented. Where an issue has been 
satisfactorily resolved through informal processes, the retention of records may not be necessary. 
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Confidentiality of records 
Confidentiality of all complaints will be maintained in accordance with Treasury procedures and the Privacy 
Act 1988. 

Procedural fairness 
All allegations will be treated in accordance with the rules of procedural fairness. In summary this means: 

• decision makers must act fairly and without actual or perceived bias; 

• decision makers must not make decisions about complaints that involve them; 

• employees whose interests may be adversely affected by a decision must be given a reasonable 
opportunity to present their case. They must be informed of the nature and content of the material 
which is being considered in relation to their actions; 

• a decision made in relation to bullying or harassing behaviour must be substantiated by credible and 
relevant evidence; and  

• where possible, the complainant’s permission will be sought before information about the allegations is 
disclosed to third parties and before the allegations are referred to external authorities. 

Where appropriate, information may also be disclosed to the alleged harasser’s manager and/or to the 
Executive. In respect of very serious allegations, it may be necessary for the Department to refer the 
allegations to the appropriate authorities, for example criminal behaviour will be reported to the Australian 
Federal Police. 

Outcome of an investigation 
Where an investigation has been carried out, the complainant will be advised of the outcome of the 
investigation. The Department may not disclose the contents of a report prepared by an investigator. Any 
decision by the Department to disclose the contents of the investigator’s report will depend on: 

• whether there is any legal requirement to disclose the report; 

• whether there is any legal requirement not to disclose the report; 

• the extent to which the report contains personal information about the complainant; 

• the alleged harasser and any third parties; 

• any undertakings of confidentiality given by the investigator on behalf of the Department; and 

• the public interest in the release or non-release of the report. 

Freedom of Information Act 1982 
The Freedom of Information Act 1982 may provide individuals (including employees) access to documents 
which may contain personal information about themselves held by the Department.   
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Where a person requests access to documents which contain personal information about a third party, the 
third party must be consulted before information is released. 

Further information and support 
Further information on workplace harassment and bullying can be found at the following locations: 

• Fair Work Commission 

• Australian Human Rights Commission 

• Australian Public Service Commission 

• Comcare 

• Treasury Workplace Harassment Contact Officers 

• Promoting Mental Health and Wellbeing at Work  

• Workplace Bullying and Harassment Fact Sheet 

For personal support, the Treasury’s employee assistance provider, Benestar, offers free and confidential 
counselling services independent of the Treasury. More information is available here. 
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Overview 
Under the Work Health and Safety Act 2011 and Work Health and Safety Regulations 2011 all safety risk 
must be: 

• Eliminated so far as is reasonably practicable (SFARP), or  

• Minimised so far as is reasonably practicable, if it is not reasonably practicable to eliminate them. 

This procedure outlines the key principles and practices to undertaking work health and safety (WHS) risk 
management. It provides the foundation for the identification, assessment, prioritisation and mitigation of 
WHS risks for Treasury’s operations. This procedure should be read in conjunction with Treasury’s 
Risk Management Framework and Risk Management Policy as well as the Department of Finance’s 
Commonwealth Risk Management Policy.  

Scope 
This procedure applies to all WHS risks and all Treasury workers including labour hire, who come across or 
need to consider WHS risks in their duties.  

Contacts 
For additional support and advice, please contact the Performance and Wellbeing Team, People and 
Organisational Strategy Branch on +61 2 6263 2222 (Option 4) or email orgwellbeing@treasury.gov.au, who 
are also responsible for updating and maintaining this procedure. 
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WHS risk management  
As required by the WHS Act 2011, the Treasury has adopted a risk management approach to underpin its 
WHS Management System. This approach involves all managers and workers in identifying hazards, 
assessing and prioritising risks, implementing control measures and reviewing how effective the control 
measures are. 

All workers are responsible for assisting in managing the particular risks associated with their specific work 
environment. Risk management strategies used by the Treasury include: 

• regular hazard inspections of the environment 

• a comprehensive risk register detailing all WHS risks associated with the operation and activities of 
the Treasury. 

• documented WHS policies and procedures 

• risk assessments of newly purchased equipment (where needed) 

• risk assessments for any change to work processes. 

• hazard, injury, incident reporting procedures 

• incident investigations 

Definitions 
WHS Hazard: anything which has the potential to cause injury or illness. Hazards may include repetitive 
work (e.g., constant typing), bullying and violence in the workplace, job design (e.g., role clarity, unclear 
work processes), chemicals, etc.  

WHS Risk: a WHS risk is the chance of someone becoming injured or ill as a result of a workplace hazard. 
The significance of the risk is determined by considering the likelihood of it happening and the 
consequences if it does happen. 

WHS Risk Control: WHS risk control is action taken to eliminate health and safety risks, and if that is not 
possible, minimising the risks so far as is reasonably practicable. Eliminating a hazard will also eliminate any 
risks associated with that hazard. 

Risk appetite and tolerance 
Risk appetite is the general level of risk Treasury is willing to accept, or avoid, to achieve its purpose and 
objectives. 

Risk tolerance is the specific levels of risk (usually expressed as a range that denotes the risk ceiling or 
maximum amount of risk) Treasury is willing to accept in relation to specific activities once treatments have 
been applied to the risk. 
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Within Treasury, the accepted level of risk for work health and safety is Low. Where the risk is within 
Treasury’s tolerance, it may be accepted by the risk owner (at a minimum level of Executive Level 1 or 2) 
without further treatment. Where risks are rated as High or Severe, they must be escalated to the SES level 
responsible for the function / project.  

Further information about risk escalation can be found within the Risk Management Framework.  

Risk management procedure 
Risk management is a cycle of continuous assessment, and consultation to ensure that risks are being 
minimised as far as reasonably practicable. WHS risk management should be undertaken for all activities 
where there is the potential for harm including: 

• before activities commence, including any events. 

• before the introduction of new equipment, procedures or processes 

• when equipment, procedures or processes are modified 

Figure 1. Risk Management Process 
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As depicted in Figure 1 above, Communication and Consultation must occur throughout the risk 
management process with any impacted parties, including management and workers in different divisions, 
to ensure that they are made aware of and can contribute to mitigating the risk of hazards occurring.  

Monitor and Review must occur regularly to ensure that hazards are being managed appropriately, and if 
there are any new controls, to include them within the assessment.  

1. Establish the context:  

a.  what is the reason behind undertaking the risk assessment?  

2. Identify the risk: 

a. determine what could go wrong. 

b. describe the hazard (threat) or events that may contribute to an event occurring. 

c. identify what could cause the risk. 

d. identify consequences of the risk occurring 

3. Analyse the risk: 

a. What are the existing controls already in place to mitigate the risk? Are these controls effective? 
(Refer to Figure 2 – Hierarchy of Controls for further information around determining effective 
controls). 

b. Assess each hazard based on likelihood and consequences (utilise the Treasury’s Risk Matrix – 
Attachment A. Risk likelihood and risk consequence tables can be found within the Risk Management 
Framework). 

4. Evaluative the risk: 

a. Decide if the risk is acceptable or unacceptable in its current state and if further action is required to 
mitigate the risk.  

b. Where the risk is rated as high or severe, escalation to the relevant SES must be made for their sign 
off and acceptance of the risk.  

5. Treat the risk:  

a. Assess the risk based on the treatments being in place to determine effectiveness of proposed 
treatment plan and whether the risk will be acceptable once implemented.  

b. Implement the additional controls that have been identified.  

Outcomes of risk assessments will be documented by the creator and the control measures reviewed at 
least annually or earlier should a task or activity be the subject of a WHS incident or a change of process or 
requirement. Current risk assessments will ensure that Treasury proactively achieves the goal of eliminating 
or minimising the risk workers may be exposed to. 
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Hierarchy of Controls 
The hierarchy of controls was developed to support workers, employers and others in determining the 
most effective controls to minimising risks. There are 5 tiers, with the most effective control siting at the 
top (elimination) and the least effective control is at the bottom (personal protective mechanisms [PPM]). 
The hierarchy can be used for both physical and psychosocial risks. See Figure 3 – example of psychosocial 
hierarchy of controls under the Psychosocial risk assessment and management section for an example.  

Figure 2. Hierarchy of Controls 

 
When considering controls to minimise the likelihood and consequence of risk, work from the top to 
consider if eliminating the hazard is a possibility, where that it not possible, move to the next and so on. 
It may be that at some tiers there are no controls, which is okay, however only having administration and 
PPM is not advisable as they are the least effective. A combination of both one or more of the top three 
and one or more of the bottom two have proven to be effective.  

Psychosocial risk assessment and management 
Psychosocial risk assessments and management utilise the same principles and process as other risk 
management and assessment practices. The hierarchy of controls should still be utilised when determining 
what controls could be implemented to minimise harm to workers and others. Psychosocial hazards within 
the Treasury may include: 
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• Job demands 

• Low job controls 

• Poor support 

• Lack of role clarity 

• Poor organisational change management 

• Viewing or experiencing traumatic events, and 
material, or vicarious trauma (experiencing 
someone else’s trauma) 

• Remote or isolated work 

• Poor physical environment 

• Violence and aggression 

• Bullying 

• Inadequate reward and recognition 

• Harassment, including sexual harassment 

• Conflict or poor workplace relationships and 
interactions  

In determining control measures to implement, Treasury will take into consideration the following: 

• the duration, frequency and severity of the exposure to workers and other persons to the psychosocial 
hazards and how the psychosocial hazards may interact or combine. 

• the design of work/roles, including job demands and tasks. 

• the systems of work, including how work is managed, organised and supported. 

• the design and layout, and environmental conditions, of the workplace, including the provision of: 

– safe means of entering and exiting the workplace 

– facilities for the welfare of workers 

• the design and layout, and environmental conditions, of workers’ accommodation: 

– the plant, substances and structures at the workplace 

– workplace interactions or behaviours 

– the information, training, instruction and supervision provided to workers. 

Figure 3. Example of psychosocial hierarchy of controls 
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WHS Risk Register 
The Treasury maintains a departmental Central Risk Register. The register is used as a means of 
documenting a consolidated and integrated approach to risk management. The Risk Register classifies each 
Treasury risk as being either strategic, operational or specialist (fraud, security, business continuity, WHS). 

The departmental register is reviewed twice a year. These reviews consider all aspects of each risk including 
the existing controls, likelihood, consequences, overall ratings and risk treatment plans. A broader analysis 
is also conducted to identify new and emerging risks. 

The Performance and Wellbeing team maintains a WHS Risk Register that is reviewed annually and 
distributed to all members at the 3rd HSC meeting each year for consultation and agreement. 

The Treasury also maintains a Risk Management Policy and Framework, with oversight provided by the 
Chief Risk Officer who is the Deputy Secretary International and Foreign Investment Group. 

Support 
Should you require additional support in undertaking the risk management process, reach out to your work 
group’s HSR which can be found on TERI.  

Related documents 
• Risk Management Framework 

• Risk Management Policy 

• Risk Management Intranet Page 

• Risk Toolkit 

• Risk Assessment Template  

• Work Health and Safety Management System  

• Health and Safety Representative list  

Legislation and guidance 
• Work Health and Safety Act 2011 

• Work Health and Safety Regulations 2011  

• Work-related psychological health and safety 

• Model Code of Practice: How to manage work health and safety risks 





FOI
Text Box
FOI 4107
Document 14







FOI
Text Box
FOI 4107
Document 15



 OFFICIAL

Instructions

Cover page:

Risk Matrix

Risk Assessment
No: Number each of your hazards (1, 2, 3, etc) this will help if you need to refer back within another hazard
Hazards: Discuss with your team and note down all the hazards involved, consider both external and internal hazards (e.g., if an event is outside, weather may be a hazard) 
Associated Risks: Note down what the current controls are that are already in place - this could include policies and procedures, PPE, etc. 
Risk rating with 
current controls

Utilising the risk matrix tab, consider what the likelihood (L) and consequence (C) is of the risk occuring and note these down in their respective 
columns. Note down the risk rating under ( R). 

For example: where the likelihood is possible and the consequence is Moderate, the risk rating would be Medium

Insignificant Minor Moderate Major Extreme

1 2 3 4 5

5
Almost 
Certain

Low Medium High Severe Severe

4 Likely Low Low Medium High Severe

3 Possible Low Low Medium Medium High

2 Unlikely Very Low Low Low Medium High

1 Rare Very Low Very Low Low Low Medium

Additional controls 
required

Where the risk is Medium, High or Severe, further consideration should be made whether additional controls could be implemented to decrease the risk rating

Residual risk rating Like the previous risk rating, this rating will take into account the additional controls and will be the "final" risk rating

Finalisation
Once the risk assessment is completed, send off to relevant parties so that they are made aware of the risks and controls in place. 
Update the risk assessment as needed. 

Additional resources and support:
Work Health and Safety Intranet page
Work Health and Safety Management System
WHS Risk Register 
Risk Management Procedure
Risk Management Policy
Risk Management Framework
Risk Management Intranet page

Overall Risk CONSEQUENCE
Rating Matrix
Likelihood

Complete the cover page with the key details and information about the activity or task
For the Highest Level of Residual Risk - this is the highest level of risk that has been identified. Only one rating should be mentioned. 
Where the highest level is Severe or High, this must be provided to the relevant SES for their sign off and approval. 

Utilise the risk matrix tab to help inform your risk ratings

 OFFICIAL
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Risk Matrix Risk liklihood table

Insignificant Minor Moderate Major Extreme

1 2 3 4 5

5
Almost 
Certain

Low Medium High Severe Severe

4 Likely Low Low Medium High Severe

3 Possible Low Low Medium Medium High

2 Unlikely Very Low Low Low Medium High

1 Rare Very Low Very Low Low Low Medium

Risk consequence table 
(note that this is only for the People and Culture category - for all other categories refer to the Risk Management Framework)

Overall Risk CONSEQUENCE
Rating Matrix
Likelihood
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No Hazards Associated risks Existing controls Risk rating with current controls Additional risk controls required Residual risk rating
C L R C L R

Insignificant Minor Moderate Major Extreme

1 2 3 4 5

5 Almost 
Certain

Low Medium High Severe Severe

4 Likely Low Low Medium High Severe

3 Possible Low Low Medium Medium High

2 Unlikely Very Low Low Low Medium High

1 Rare Very Low Very Low Low Low Medium

Overall Risk CONSEQUENCE

Rating Matrix
Likelihood
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