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My vision for Western Australia is one in which all working individuals, regardless of age, race, gender, 
job, industry, or organisation, thrive in their work.  

Imagine our state as one in which paramedics and other deliverers of critical services are mentally 
healthy rather than burnt out; in which young male FIFO workers are at no greater risk for work-
related suicide than other workers; in which there is a queue, instead of a shortage, of high quality 
teachers aspiring to become principals; and in which compensation claims for work-related stress are 
going down instead of accelerating. In this state, older workers would have opportunities for 
meaningful work, as do those who return to work after injuries or maternity leave, and all Western 
Australians would be able to deliver their work goals without sacrificing their personal and family 
lives. 

In this envisioned WA, organisations care about the health and well-being of their workforce: they 
understand that proactive steps must be taken to combat rising levels of mental and physical ill health 
in the workplace. Crucially, professionals in these organisations recognise that the health of the 
Western Australian worker cannot be maintained solely by individualistic stress management 
strategies like resilience training or mindfulness courses that don’t consider the actual work that 
people are expected to do: Professionals in WA organisations understand that the most powerful way 
to promote thriving in the work place is through the design of quality work. 

In this Western Australia of the future, thriving organisations cope with, and benefit from, radical 
technological and societal change, including the re-configuration of work enabled by digital 
technology as well as other profound shifts in work, such as the growth of a knowledge economy, 
altered forms of careers and employment contracts, new occupations, distinct organisational 
structures, and pervasive shifts in the demography of the workforce. Western Australian employers 
embrace, and benefit from, new technologies without sacrificing employees. Agile businesses no 
longer fear takeover from Amazon, the gig economy, or indeed other yet-to-emerge threats to 
traditional ways of doing business. Organisations have made the strategic choice to create work in 
which people thrive so as to best deliver the benefits of this extensive technological and societal 
change. We have future-proofed the state. 

In this future WA, organisations aspire to be both more efficient and more innovative to maintain 
their competitiveness in a global economy. But they do not drive competitiveness simply by squeezing 
more from an already-stressed workforce. Rather, organisations in this envisioned state of Western 
Australia understand that the success of their business, and the health of their workforce, go hand in 
hand, and can be achieved through designing high quality jobs and agile organisations. We see public 
servants more focused on providing innovative services than complying with bureaucratic rules; 
waiting times in hospitals at an all-time low; and flourishing start-ups and small enterprises providing 
great work for their employees.  



 3 

Creating work in which individuals thrive is at the heart of a productive and healthy nation. Failing to 
pay attention to high quality work at this point in our history will jeopardise Western Australia’s 
economic success and the well-being of its people.   
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Structure of This Document 
In the sections that follow, we unpack this vision. In this section, we discuss why the Thrive@Work 
initiative is right for Western Australia’s economy and people at this time in our history. In Section 2, 
we unpack what are the key elements of the initiative, and the underpinning model. In the final 
section, Section 3, we discuss how we might get there, that is, a three phase approach in which 
mobilize our universities, government agencies, businesses, unions, NFPs, and other important  

stakeholders to engage, embed, and enable the vision. 
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1. Why? Imperatives Behind the Initiative 
There are many social and economic imperatives for our state, so it is important to be clear as to why 
the Thrive@Work vision is worth a special focus. As we elaborate here, WA has the capability and 
commitment to make this vision happen, and in so doing, will create enormous benefits for the health 
and well-being of Western Australians alongside financial success for our state.  

Western Australia has the Capability and Commitment 

WA is a state with many assets1. It is a resource-rich state, producing over two-thirds of Australia’s 
minerals, and contributing to 15% of Australia’s GDP. Indeed, WA is the world’s number one 
diversified mining and energy province, attracting an array of professionals, technology innovators, 
and entrepreneurs. WA has strengths not only in resources, but also in agriculture, medical and other 
sectors. It has experienced a rapidly growing labour force, with a 33% increase from 2005 to 2014.  

Crucially, Western Australia is in the same time zone as 60% of the world’s population. China is close, 
one of the world’s largest economic powers.  

WA’s Universities, too, are leading edge. Curtin is in the top 200, and UWA the top 100, of 
Universities world- wide.  As one example of research excellence, joint enterprises like the Square 
Kilometre Array, the most powerful radio telescope in the world, has attracted some of the world’s 
best physicists, engineers, and astronomers.  

But beyond these important assets of WA, there is one distinctive feature that positions the 
Thrive@Work initiative for success. That is the State’s deep expertise in organisational behaviour (OB) 
and industrial/organisational psychology (IOP); or the scientific study of people working effectively in 
teams and organisations.  

The team of experts in OB and IOP within Perth are world-leading, with three past ARC Future 
Fellows, and the only ARC Laureate, awarded nationally within this field, as well as multiple present 
and past associate editors of the premier journals in the field2. Interestingly, some of the best leaders 
in our state (Professor Deborah Terry, Vice Chancellor of Curtin; Professor John Cordery, Provost & 
Senior Deputy Vice Chancellor, Curtin) have their research origins from the field of organisational 
psychology, too, showing WA’s deep roots of strength in this area. 

Just as importantly, to complement its expertise, in Perth we have a committed set of champions to 
drive the initiative forward. The Centre for Transformative Work Design 
(www.transformativeworkdesign.com), set up by the ARC Laureate, has an international team of post-
doctoral researchers and PhD students, as well as an impact-oriented Collaboratory, all ready and 
able to drive and support Thrive@Work. The Centre’s existing and growing industry partners3 too, are 
committed to taking bold steps. Research entities collaborating with the Centre, such as the Centre 
for Safety, have a powerful supporting role to play, as do consulting partners such as This Working 
Life. 

In essence, WA has the assets, expertise and passion to make this initiative fly. And the time is right…. 

                                                           
1 Knowledge Society. (2016). State of Mind. Western Australia’s new landscape of innovation and opportunity. Retrieved from 
http://www.emi.uwa.edu.au/sites/default/files/UWA%20State%20of%20Mind%20Report.pdf 

http://www.transformativeworkdesign.com/
http://www.emi.uwa.edu.au/sites/default/files/UWA%20State%20of%20Mind%20Report.pdf
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The Time is Right 

WA has many valuable assets and attributes, but it is an important and indeed challenging time in our 
history. We need to act now to position WA for success in the future.  

A slowing economy in WA as a result of the downturn in the mining sector has created an urgent 
pressure for change. As a recent CCIWA report observed with respect to WA “productivity and 
innovation are lagging…. With WA’s economy now changing shape as resources investment peaks and 
major projects move into the operational phase… we cannot rely on the same drivers of growth to 
deliver widespread wealth and opportunities for our citizens. Instead, we need to look at new 
opportunities on the horizon and ensure we are well-placed to leverage these2”. So, right now, we 
need to capitalize on the increased availability of labour, as well as the infrastructure created by 
recent major mining projects, to develop a broader economic foundation for future success. As we 
elaborate further shortly, designing good work is a vital element of this economic foundation. 

Importantly, the time is right from the perspective of what is happening more globally. We are 
witnessing wider scale changes with respect to technology and innovation (e.g., flexible working, big 
data, automation), business and the economy (e.g., the shift to Asia), society (e.g., a multi-generation 
workforce), and politics (e.g., declined power of unions). These wider societal and technological 
changes have crucial implications for work, giving rise to questions about how work should best be 
designed to optimise these changes.  

Crucially, organisations can make strategic choices about how to best organise and design work to 
maximise the opportunities, and minimise the risks, presented by these sorts of changes. Such 
choices are part of the Thrive@Work initiative. 

The evidence suggest we are not always getting these choices right. Today, in contemporary WA, we 
are already seeing significant symptoms of poorly designed work: FIFO suicides3, insufficient 
innovation4, rising obesity, burnout emergency service workers, and long waiting times for surgery 
are just some of the issues we are experiencing currently. All of these issues are affected by the 
design of work, as we elaborate next. 

Well-Designed Work Affects Critical Outcomes  

Work – and specifically creating “good work” – is at the heart of our vision. The design of good job is a 
vital, and often neglected, lever for fostering thriving in the workplace.   

Most adults in employment spend more than 100,000 hours of their lives in work. Unsurprisingly, 
therefore, work has a huge influence on people’s mental and physical health. Of course work, and 
how that work is structured and organisations, also has a radical impact on performance and hence 
productivity outcomes for business and agencies.  

We focus here on “good work”, and by that, we mean well-designed work in which individuals have, 
as far as is reasonably practical: 

                                                           
2Western Australia. Chamber of Commerce & Industry. (n.d.).  State of the Future: A Vision for WA. Retrieved from 
https://www.cciwa.com/advocacy/vision 
3Western Australia. Education and Health Standing Committee. (2015). The impact of FIFO work practices on mental health. 
Retrieved from 
http://www.parliament.wa.gov.au/Parliament/commit.nsf/(Report+Lookup+by+Com+ID)/2E970A7A4934026448257E67002BF9
D1/$file/20150617%20-%20Final%20Report%20w%20signature%20for%20website.pdf 
4Western Australia. Office of the Government Chief Information Officer (2016). Western Australian Innovation Strategy. 
Retrieved from http://gcio.wa.gov.au/wp-content/uploads/2016/11/Western-Australian-Innovation-Strategy.pdf 
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Well-designed, high quality work offers a major source of meaning and identity for individuals5, and it 
fosters successful growth and development over the lifespan6. For organisations, too, high quality 
work is a route to competitive advantage7. When work is well-designed, the commitment and the 
energy of the workforce is released, and innovation is fostered. Efficiency too, can be enhanced by 
good work design, as can the delivery of highly customised service.  

There are literally thousands of research studies documenting the effect of work on individual and 
organisational outcomes.  

Poor work causes ill-health and injury; good work promotes health and well-being 

When a job is of poor quality, it can cause great harm to its incumbents. 

Think about the case of Victorian high school teacher, Peter Doulis. Peter’s mental health seriously 
declined when he was repeatedly given an unfair workload of difficult and often violent students. But 
the school did not heed his pleas for help, and did not adjust his schedule, nor offer him any other 
support. Peter was forced to quit his job, eventually becoming chronically depressed and even 
suicidal, and was ultimately unable to continue to work. This case is a classic one in which an 
intervention could have improved the job and reduced the mental health risks. For example, the job 
could have been redesigned, such as by reducing the very high job demands (e.g., by assigning Peter 
to different or fewer classes), and/or by enhancing the level of support given to Peter (e.g., providing a 
teacher assistant).  

                                                           
5Van den Broeck, A., & Parker, S. K. (2017). Job and work design. In Oxford Research Encyclopaedia of Psychology. Oxford: 
Oxford University Press. 
6Parker, S. K. (2017). Work design growth model: How work characteristics promote learning and development. In R. A. Noe & 
J. E. Ellingson (Eds.), Autonomous Learning in the Workplace. Abingdon: Routledge.  
7Parker, S. K., & Ohly, S. (2010). Extending the reach of Job Design Theory: Going beyond the Job Characteristics Model. In A. 
Wilkinson, S. Redman & N. Bacon (Eds), The Handbook of Human Resource Management. Thousand Oaks: SAGE 
Publications, Inc. 

Job autonomy (decision-making latitude of where, when, how one 
does one’s tasks) 

The opportunity to use one’s skills 

Variety in one’s tasks 

The opportunity to develop new skills 

Job significance (that is, the sense of doing something worthwhile) 

Task identity (that is, as far as possible, doing a “whole” job rather 
than just a fragment 

Supportive supervisors/ peers 

Manageable demands 

Job security 

Opportunities for flexible working 

Good 
Work 
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A large body of research evidence shows that poor quality work can cause work stress, burnout and 
mental ill health; increase the chance of accidents and injury and even, in the long term, enhance the 
likelihood of cardiovascular disease (see Appendix 1).  

In turn, mental and physical health is a growing problem for Australia, and indeed, Western society. 
For example, untreated mental health conditions cost Australian employers $10.9 billion every year. 
This comprises $4.7 billion in absenteeism, $6.1 billion in presenteeism and $145.9 million in 
compensation claims8. The true cost of untreated mental health conditions is much higher when 
turnover and other impacts are considered. A significant component of this poor mental health comes 
from work stress, as indeed shown by the escalating number of work-related stress claims.  

Importantly, though, health is more than the absence of ill-health, injury, or disease. Positive mental 
health means experiencing well-being and being actively engaged in society. For example, by 
Western standards, being mentally healthy is more than 'not being depressed'; it involves aspiring to 
learn, being reasonably independent, and possessing self-confidence. Various researchers have 
recommended considering mental health in these more active terms9,10, and, in recent times, 
positive psychology concepts such as flourishing, psychological capital, psychological growth, and 
thriving have gained much attention in the popular press.  

When work is well-designed, individual workers experience these positive psychological states. There 
is strong evidence that work design promotes, for example, self-efficacy, creativity, thriving, and 
employees’ active engagement in improving safety11,12,13 (see Appendix 1).  

Poor work impairs (and good work enhances) job performance, innovation, and productivity 

Good work design can influence employee performance and organisational productivity in a number 
of ways.  

First, the motivational properties of good work design enhance productivity by developing a 
committed and energised workforce14,15,16. When workers are engaged and committed, they tend to 
both work harder and work smarter (e.g., be innovative), as well as be absent less often and less likely 
to turnover.  

                                                           
8 PWC (2014). Creating a mentally healthy workplace: Return on investment analysis. Retrieved from 
https://www.headsup.org.au/docs/default-source/resources/beyondblue_workplaceroi_finalreport_may-2014.pdf 
9Karasek. R. & Theorell, T. (1990). Healthy Work: Stress, Productivity, and the Reconstruction of Working Life. New York: Basic 
Books 
10Warr, P. (1987). Work, unemployment, and mental health. Oxford: Oxford University Press. 
11Parker, S. K., Williams, H., & Turner, N. (2006). Modeling the antecedents of proactive behaviour at work. Journal of Applied 
Psychology, 91(3), 636-652. 
12Parker, S. K. (1998). Enhancing role breadth self-efficacy: The roles of job enrichment and other organizational interventions. 
Journal of Applied Psychology, 83(6), 835-852. 
13Parker, S. K., Chmiel, N., & Wall, T. D.  (1997). Work characteristics and employee well-being within a context of strategic 
downsizing. Journal of Occupational Health Psychology, 2(4), 289-303. 
14Tregaskis, O., Daniels, K., Glover, L., Butler, P., & Meyer, M.  (2013). High performance work practices and firm performance: 
A longitudinal case study. British Journal of Management, 24(2), 225-244. 
15Becker, B. E., Huselid, M. A., Grant, A., Fried, Y., Parker, S., & Frese, M. (2010). SHRM and job design: Narrowing the divide. 
Journal of Organizational Behavior, 31(2-3), 379-388. 
16Parker, S. K., & Wall, T. (1998). Job and work design: Organizing work to promote well-being and effectiveness. Thousand 
Oaks: SAGE Publications, Inc. 
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Second, good work design makes better use of employee skills, which is an important source of 
productivity. Good work design also promotes employees’ learning, as well as the accelerated 
development of expertise17,18.  

Third, greater efficiency and effectiveness can be achieved when good work design principles are 
employed19,13. Good work design can result in faster responses to problems, as well as lowered costs 
associated with unnecessary supervision layers. 

Finally, good work design has productivity benefits both in terms of reduced absence, turnover, and 
compensation costs, as well as improved performance over sustained periods of time20 .  As just one 
example, in the case of Peter Doulis, the teacher described above, the courts decided that the school 
did not protect Peter from psychosocial risks in his work (excessive job demands), even when it was 
brought to their attention, and Peter was awarded $1.3 million in damages21. Evidence shows that 
when individuals go off of work because of work stress, their return to work is much slower than for 
physical injuries. And when stressed individuals make a claim, the figures are high. Indeed, work-
related stress claims are the most expensive form of workers compensation claim, in the most part 
due to the lengthy period of absence and complicated medical care which are characteristic of these 
claims. 

PWC estimated that every $1 invested in interventions to improve mental health results in a 
return of $2.307.  

The potential for good work design to improve worker health, with associated productivity and 
performance benefits to the individual, the organisation and the broader Australian community, is of 
increasing importance to employers, unions, employees, and other stakeholders. For example, within 
Australia, in July 2011 the Australian Government and key employer representatives and unions 
released a “Joint Statement of Commitment” identifying the importance of good health at work22.  

Good work maximises the benefits of technological and societal change, and minimises its risks 

Well-designed work also matters in terms of positioning WA to benefit from technological and 
societal change. For example, it is predicted that people will increasingly wear sensors that monitor 
their health, resulting in a change in GPs’ work tasks, with GPs spending much more time on social 
roles relative to traditional medical tasks. Understanding how to allocate work tasks amongst people 
and computers, and how to best cope with non-computerised tasks, so as to maximise health, safety, 

                                                           
17Morrison, E. W., & Phelps, C. C. (199). Taking charge at work: Extrarole efforts to initiate workplace change. Academy of 
Management Journal, 42(4), 403-419. 
18 Parker, S. K., & Wu, C. (2014) Leading for proactivity: How leaders cultivate staff who make things happen. In D. V. Day 
(Ed.), The Oxford handbook of leadership and organizations (pp.380-407). Oxford, N.Y.: Oxford University Press. 
19Youndt, M. A., Snell, S. A., Dean, J. W. Jr., Lepak, D. P. (1996). Human resource management, manufacturing strategy, and 
firm performance. Academy of Management Journal, 39(4), 836-866.  
20van den Heuvel, S. G., Geuskens, G. A., Hooftman, W. E., Koppes, L. L. J., & van den Bossche, S. N. J. (2010). Productivity 
loss at work; health-related and work-reltaed factors. Journal of Occupational Rehabilitation, 20(3), 331-339. 
21Sladen Legal. (2014). Schools, negligence, and liability for psychiatric injury: The Doulis case. Retrieved from 
http://sladen.com.au/news/2014/9/23/schools-negligence-and-liability-for-psychiatric-injury-the-doulis-case; Di, M. (2015). 
Crippling workload: Mental illness in the Australian workplace. Retrieved from 
http://www.abc.net.au/radionational/programs/backgroundbriefing/crippling-workload/6130900 
22 Australasian Faculty of Occupational and Environmental Medicine. (2011). Australian and New Zealand Consensus 
Statement on the Health Benefits of Work. Position Statement: Realising the Health Benefits of Work. Retrieved from 
https://www.racp.edu.au/docs/default-source/advocacy-library/realising-the-health-benefits-of-work.pdf 

file://uniwa.uwa.edu.au/userhome/Staff4/00093204/My%20Documents/Thriving%20at%20Work/Sladen
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and productivity will become a salient challenge for future jobs. The already serious mental health 
challenges in work will become greater as work becomes more demanding.  

From a physical health perspective, whereas once a key concern was the demands associated with 
muscular strain, now it is a lack of physical demands in many jobs that presents a challenge, with 
excess sedentary work causing ill-health23. Designing work with reasonable work hours, and with 
sufficient opportunity for walking breaks, is one strategy to help to reverse the sedentary trend and to 
curb rapidly rising levels of obesity, diabetes, and heart disease.  

In sum, designing good work is as a powerful vehicle for enhancing Australian employees’ and 
organisations’ ability to cope with unprecedented work challenges.  

Good work could help reduce suicide in WA  

One person, on average, dies from suicide in WA every day and numbers are increasing24. One vital 
way in which WA workplaces can help to address these shocking statistics is through the design of 
good work.  

There are multiple ways in which good work can help to prevent suicide. 

First, research shows that poor work conditions and work stress can lead to depressive disorders and, 
in turn, suicide25,26,27. Indeed, evidence suggests that “bad jobs” can be as detrimental, and even 
worse, for mental health than being unemployed28,29. In one study, for instance, low control and 
autonomy at work was found to increase the risk for suicide fourfold 30, and another study analysing 
suicide victims showed that most had suffered from a lack of social support, high psychological 
demands, low autonomy, and long work hours31. Severe work stress is an especially strong risk factor 
for suicide for some individuals, such as those with more vulnerable personalities or a lack of wider 
support.  

Second, for an individual with latent disorders and/or major stressors outside of work, the workplace 
can destabilise and aggravate these symptoms32. Indeed, vicious cycles can be caused, such as work-
related stress resulting in “presenteeism” (being at work even though productivity is impaired) or 
absenteeism. These behavioural effects then trigger negative feedback from the organisation, or even 
job loss, which reduces self-esteem and adds further stress to the worker, which over time can result 
in more serious mental health effects and suicide. In essence, poor quality work can exacerbate 

                                                           
23 Katzmarzyk, P. T., Church, T. S., Craig, C. L., & Bouchard, C. (2009). Sitting time and mortality from all causes, 
cardiovascular disease, and cancer. Medicine and Science in Sports and Exercise, 41(5), 998-1005. 
24Western Australia. Mental Health Commission. (2015). Suicide Prevention Strategy 2020: Together we can save lives.  
Retrieved from www.mentalhealth.wa.gov.au/Libraries/pdf_docs/ Suicide_Prevention_2020_Strategy_Final_6.sflb.ashx 
25Mausner-Dorsch, H., & Eaton, W. W. (2000) Psychosocial work environment and depression: Epidemiologic assessment of 
the demand-control model. American Journal of Public Health. 90(11), 1765–1770.  
26Melchior, M., Caspi, A., Milne, B. J., Danese, A., Poulton, R., Moffitt, T. E. (2007). Work stress precipitates depression and 
anxiety in young, working women and men. Psychological Medicine,37(8), 1119–1129.   
27Stack, S. (2001). Occupation and suicide. Social Science Quarterly,  82(2), 384–396. 
28Broom, D. H., D’Souza, R. M. , Strazdins, L., Butterworth, P., Parslow, R., & Rodgers, B. (2006). The lesser evil: Bad jobs or 
unemployment? A survey of mid-aged Australians. Social Science & Medicine,  63(3), 575–586.  
29Wieclaw, J., Agerbo, E., Mortensen, P. B., & Bonde, J. P. (2006). Risk of affective and stress related disorders among 
employees in human service professions. Occupational and Environmental Medicine, 63(5), 314–319.  
30Tsutsumi, A., Kayaba, K., Ojima, T., Ishikawa, S., & Kawakami, N. ( 2007). Low control at work and the risk of suicide in 
Japanese men: A prospective cohort study. Psychotherapy and Psychosomatics,  76(3), 177–185.  
31Amagasa, T., Nakayama, T., & Takahashi, Y. (2005). Karojisatsu in Japan: Characteristics of 22 cases of work-related 
suicide. Journal of Occupational Health, 47(2), 157–164.  
32Woo, J., & Postolache, T. T. (2008). The impact of work environment on mood disorders and suicide: Evidence and 
implications. International Journal on Disability and Human Development, 7(2), 185. 
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mental health issues arising outside of work33. Designing good work, therefore, can be a circuit 
breaker, stopping outside pressures or personal vulnerabilities becoming overwhelming.  

Third, positive conditions at work that foster thriving, and work-based interventions, can be important 
buffers against suicide. Good work meets individuals’ basic human need for belonging and 
connectedness; it is a powerful source of social support. For instance, positive leaders and colleagues 
provide workers with opportunities for emotional support, which is a crucial mitigator against 
depressive disorders and suicide. In addition, work-based interventions can be put in place to support 
workers at risk of suicide, such as offering shorter working hours, allowing workers to take outdoor 
walks, and providing opportunities to talk with professional counsellors or others. 

We see the Thrive@Work initiative as a crucial initiative for preventing suicide in WA. 

Good work is legally required 

The Australian work health and safety legislative framework requires organisations and 
employers to ensure the health and safety of workers.  

Taking the model Work Health and Safety (WHS) Act as an example34, the Model Act places the 
primary duty of care on persons conducting a business or undertaking (PCBU) to protect workers 
from risks to health and safety insofar as is reasonably practicable35. It is important to note that 
‘health’ is defined in the model WHS Act to mean both physical and psychological health. 
Supporting regulations  require the PCBUs to identify hazards, assess the risk, control the risk, 
and monitor and review control measures36. Protecting workers from risks includes addressing 
physical risks (e.g., chemical hazards), cognitive risks (e.g., information overload), biomechanical 
risks (e.g., repetition of movements that can cause strain), and psychosocial risks (e.g., a lack of 
job autonomy, excess work load, poor management of change, a lack of support)37. 

Summary of Imperatives 

WA has both the need and the opportunity to give serious attention to the design of good work in its 
organisations. 

  

                                                           
33 Parker, S. K., Griffin, M., & Turner, N. (2003). Designing healthy work. In D. A. Hoffman & L. E. Tetrick (Eds), Health and 
Safety in Organizations: A Multi-level Perspective. California: Jossey-Bass. 
34The model WHS Act forms the basis of the WHS Acts that have been implemented in most jurisdictions across Australia; Safe 
Work Australia. (2016). Model Work Health and Safety Bill. Retrieved from 
https://www.safeworkaustralia.gov.au/system/files/documents/1702/model-whs-act-21march2016.pdf.  
35Safety Institute of Australia Ltd. (2014). Principles of OHS Law. Retrieved from http://www.ohsbok.org.au/wp-
content/uploads/2013/12/8.2-Principles-of-OHS-Law-final.pdf.  
36The most effective and durable means of creating a healthy and safe working environment is to eliminate hazards and risk 
during the design or redesign of work, structures, plant and substances; Safe Work Australia. (2012). Australian Work Health 
and Safety Strategy 2012-2022. Retrieved from https://www.safeworkaustralia.gov.au/system/files/documents/1702/action-
areas-strategic-outcomes-handout.pdf 
37Safe Work Australia. (2012). Principles of Good Work Design. Retrieved from 
https://www.safeworkaustralia.gov.au/system/files/documents/1702/good-work-design-handbook.pdf 
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2. What Is Thrive@Work? The Model 
The model underpinning the Thrive@Work initiative is shown in Figure 1.  

 As discussed already, the heart of our model is good work. We focus on good work for two reasons: 

1) There is extensive evidence that well-designed work promotes thriving, that is, being healthy 
and high performing workers, which has flow on effects for teams and organisations. 

2) In every single job, regardless of occupation or industry, it is possible to make strategic 
choices to design good work. That is, organisations can actively create an enabling 
environment, and they can introduce initiatives to support individuals actively crafting their 
own work, both strategies that will achieve better work and, in turn, thriving. 

 
 

Figure 1: Underpinning model for the Thrive@Work Initiative 

 What It Means To Thrive At Work 

The end goal we want to achieve with a focus on designing good work is “thriving”.  

Thriving is deliberately intended to be a comprehensive concept: It captures multiple aspects of 
health/well-being and performance, and, for both health and performance, stretches across a 
continuum from preventing ill health and impaired performance to promoting flourishing and 
excellence. Moreover, the concept applies at multiple levels of analysis, such that we can talk about 
individuals thriving at work right up to states (and even nations) thriving through their work. 

Let’s start with understanding what thriving means for an individual worker.  

A thriving worker is a healthy worker. They experience well-being physically (e.g., in a healthy weight 
range, and free of injury), mentally (e.g., not suicidal, engaged in their work, and confident) and 
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socially (e.g., not isolated, having supportive friends & family, feeling part of a community) 
dimensions. 

A thriving worker is also a high performing worker. They perform their core tasks to the highest 
standard, are adaptable to change and they makes things happen.  

Achieving Thriving in the Work Place 

Thriving workers, and hence thriving teams and organisations, do not emerge out of thin air. Nor are 
they accidents or idiosyncrasies. Nor is thriving at work the province of some privileged or high status 
occupations.  

A thriving workforce is a result of a deliberate strategic choice, and it is a choice that can be applied 
across all sectors. We know from prior research that – when the conditions are right – one can find 
thriving workers in aged care, tomato processing plants, software development, universities, and 
public sector departments, to name a few. 

So what are the right conditions for fostering thriving?  

We have already discussed the central role of good work, and how when work is well-designed, this 
promotes health and well-being, performance and productivity. But where does good work come 
from?  

In turn, good work arises from the organisational context (an enabling environment) and people 
themselves (active job crafters).  

An enabling environment has leaders who provide clarity of direction through their strategic vision, 
and who have a genuine commitment to achieving that vision through the power of their people38. 
Such leaders are willing to create organisational designs (organisational structure, systems, processes, 
and culture) that not only align with the strategic goals but that are sufficiently agile and organic to 
allow well-designed work. An enabling environment also is one in which advances in technology foster 
good work and thriving. The way that technology is used in work settings is always the result of a 
choice, and better choices are those in which technology augments and supports humans. And an 
enabling environment has local decision makers, such as team leaders and mid-level managers that 
actively create good work through their day-to-day decision-making.  

An enabling environment is absolutely crucial to achieving good work. But people in that work, too, 
can play a role through their own actions. Individuals craft their tasks and jobs to proactively achieve 
work in which they are most likely to thrive39. For example, a teacher, if who is passionate about 
science, volunteers to take his/her students to meet University professors, which over time results in 
a new initiative linking the school with scientific research at University, has crafted more meaning into 
their job. Or an overwhelmed senior manager might actively lobby to their boss the importance of 
additional resources, thereby reducing the pressure in the job. Through negotiating better deals, 
proactively taking on new or different tasks, or better managing the stressors in one’s work, 
individuals can help themselves to secure a better job. This is what we mean by active job crafters. 

Of course, there is a macro context to consider as well. Organisations exist within a broader 
institutional and policy framework. Factors such as union or other forms of workers’ representations, 
                                                           
38Torre, T., Braccini, A. M., & Spinelli, R. (2015). Empowering organizations. Switzerland: Springer International Publishing 
39Parker, S. K., Bindl, U. K., & Strauss, K. (2010). Making things happen: A model of proactive motivation. Journal of 
Management, 36(4), 827-856. 
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the financial health of the state/ country, the level of unemployment, national cultural expectations, 
and labour policies make an important difference40 and will be considered in the Thrive@Work 
initiative.  

Our vision is to promote thriving at work, which means going beyond the preoccupation we 
sometimes see with reducing ill health in the work place to consider the promotion of positive well-
being, flourishing, and engaged and effective performance. Most crucial to creating thriving is paying 
attention to the actual work itself, which in turn is achieved by creating an enabling environment and 
supporting active job crafters within a conducive macro context. 

  

                                                           
40Parker, S. K., Van den Broeck, A., & Holman, D. (2017). Work design influences: A synthesis of multilevel factors that affect 
the design of jobs. The Academy of Management Annals, 11(1), 267-308.  
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3. How Do We Achieve Thrive@Work in WA? 
We propose a three-phase process for establishing WA as the state of Thrive@Work incorporating 
the phases Engage, Enable, and Embed (see Figure below). 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Preliminary possibilities for taking the Thrive at Work Initiative forward are detailed below. 

Phase 1: Engage (Year 1 – 2) 
 

GOAL OF PHASE 1:  

To identify and engage key stakeholders with a strong and shared 
commitment to the Thrive@Work Initiative, and to position WA as a leader 

in this area. 

 

In the Engage phase, we will build the foundation to support for the Thrive@Work initiative. We will 
engage with a diverse range of stakeholders from government, universities, business, the not-for-
profit sector, unions, employer bodies, key management consultants, and others.  

Initial information-gathering is important, addressing questions such as: how does this vision align 
with existing initiatives and interests? What are the needs of different parties? Where are the key 
pressure points? What challenges do WA organisations face in relation to work? What examples of 
good high quality work already exist? Where might there be especially acute problems?  
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We will conduct interviews and run discussion groups to fully understand where the opportunities 
and challenges lie, and the full range of perspectives of key stakeholders.  

A further important step, achieved through consultation workshops, will be to develop the concept of 
Thrive@Work to make it maximally useful and appealing. In essence, our goal will be to enhance the 
“Why”. We will bring in thought-leaders, international and local experts, and leading academics to 
make the arguments and to help develop the agenda. 

We anticipate that Thrive@Work will be of interest across all sectors (see Figure below for examples).   

 

 

We also anticipate that Thrive@Work will resonate with a diverse set of stakeholders, including but 
not limited to: 

• Mental Health Commission 
• Other Government Agencies, including Health Department and Education Department 
• Chamber of Commerce and Industry (WA) 
• WorkCover 
• WorkSafe 
• GPs, physiotherapists and other allied professionals 
• Management consultants 
• Beyondblue and related 
• Unions 

The final activity in this phase will be a high-profile and inclusive launch, in which we share the vision 
and invite organisations to become part of a Thrive@Work community.  

Phase 2: Enable (Year 1-3)  
 

GOAL OF PHASE 2:  

To ensure that participating organisations can access knowledge, skills, and 
professional networks to support the transformation of work.  
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The next phase, Enable, involves working collaboratively with key partners to put in place the 
information and resources to support the transformation of work within the state.  We envisage 
initially working with a group of pilot organisations, covering a spectrum of sizes and industries, to 
enhance the thriving of their workforce.  

Crucial to any transformation is an accurate understanding of the current situation. An initial step 
therefore will entail providing pilot organisations with the tools to carry out a full and comprehensive 
assessment of the quality of their work, the extent to which their workforce is thriving, and the 
drivers of good work. We will make available evidence-based assessment tools (such as the Centre’s 
Work & Well-Being Survey), and we will provide training in administering and interpreting these tools. 
We will use the Thrive@Work model to guide the identification of appropriate interventions. 

Next it is important to make available a wide array of materials and supports to foster work redesigns 
and/or other relevant transformations intended to enhance thriving at work. We already have access 
to a large evidence base, but we have work to do in translating this evidence base into easily-usable 
guidance.  

Example activities to support these interventions include:  

- Developing educational resources to support change (e.g., case studies, etc.) 
- Workshops and other face-to-face events for participating organisations to share their 

experiences, and learn from each other.  
- Expanding the thinking of managers, chief executives, professionals, and others to 

recognise the significance of good work in promoting health, well-being, and productivity 
through appropriate online and face to face forums. 

- Upskilling professionals with the necessary change management and organisational skills, 
and networks. 

- Establishing Thrive@Work awards. 
- Conference with local, national and international speakers.  

Phase 3: Embed (Year 3 onwards) 
 

GOAL OF PHASE 3:  

To ensure that the Thrive@Work initiative is sustainable and accessible to 
all workplaces across Western Australia.  

The third phase is to fully Embed the changes within the pilot organisations, ensuring they are 
sustainable, whilst also expanding the opportunities for more Western Australian organisations to 
participate in the initiative.  This means continuing to develop supportive resources, expanding the 
opportunities for professional development, promoting successful cases, and publishing and 
disseminating research findings. 

In this year, a conference focusing changing work will be held. The conference will especially focus on 
how good work design can mitigate the negative effects of, and maximise positive effects of, changes 
such as an ageing workforce, new business models, and digitalisation.  

Also in this phase, more attention will be given to the macro context – what changes can be made to 
the broader institutional regimes within Western Australia, and the policies, to better support good 
work? Further research funding will be sought.  
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