




  
               The following questions will help us to gather information about the revised shared Code of conduct.

  
              Please ensure you have read the public consultation papers before responding, as the questions are
     specific to the revised shared code.

  

             The revised shared code includes high-level principles to provide more guidance to practitioners especially
            when specific issues are not addressed in the content of the code. 

              Are shorter, more concise principles that support the detail in the revised shared Code preferable
         or are longer, more comprehensive principles a better option? Why?

                  In the revised shared code, the term ‘patient’ is used to refer to a person receiving healthcare and is
            defined as including patients, clients, consumers, families, carers, groups and/or communities’. This is

               proposed in order to improve readability of the code and to support consistency for the public.

                   Do you support the use of the term ‘patient’ as defined for the revised shared code or do you think
             another term should be used, for example ‘client’ or ‘consumer’? Why or why not?

  Which of the following best describes you? 

This question was not displayed to the respondent.

 Please describe.

This question was not displayed to the respondent.

 
Which of the following health profession/s are you registered in, in Australia?
You may select more than one answer.

This question was not displayed to the respondent.

Please describe.

This question was not displayed to the respondent.



             The revised shared code includes amended and expanded content on Aboriginal and Torres Strait
                Islander health and cultural safety that uses the agreed definition of cultural safety for use within the
            National Registration and Accreditation Scheme. (Section 2 Aboriginal and Torres Strait Islander health

  and cultural safety).

          Is this content on cultural safety clear? Why or why not?
  

             Sections 3.1 Respectful and culturally safe practice, 4.1 Partnership, 4.9 Professional boundaries and 5.3
            Bullying and harassment include guidance about respectful professional practice and patient safety. 

  
              Does this content clearly set the expectation that practitioners must contribute to a culture of

              respect and safety for all? e.g. women, those with a disability, religious groups, ethnic groups.
  

              Statements about bullying and harassment have been included in the revised shared code (Section 5.3
  Bullying and harassment).

            Do these statements make the National Boards’/Ahpra’s role clear? Why or why not?



Feedback, as invited, on ‘Statements about bullying and harassment have been included in the revised shared code (Section 5.3 Bullying and
harassment). Do these statements make the National Boards’/Ahpra’s role clear? Why or why not?’ Introduction May we suggest that there is room
for improvement, indeed, there is an opportunity (and we think, a need) to inject a new way of thinking about - and a new paradigm for - achieving
the prevention and elimination of bullying, harassment, etc (negative, disrespectful and harmful behaviours generally). Without wishing to be unduly
challenging or at all offensive, the understanding and knowledge of best practice reflected and detailed in section 5.3 of the revised Code –
particularly the thinking and advice about how to tackle, reduce and eliminate bullying and harassment - reflects the twentieth century HR paradigm
and mindset. The world’s understanding of the problem, its awareness of the limitations and ineffectiveness of top down
power/authority/leadership/hierarchy /discipline-based approaches and the world’s awareness of proven effective new approaches to addressing the
problem and of the importance of pro-active measures to prevent the problem arising, have changed and progressed in the last 20 years. The new
bottom-up thinking is scientifically validated and has been demonstrated effective and proven through on-the-ground research in a range of
organisational settings. It is excellent that the revised Code is addressing the problem of bullying and harassment. (Had the Code not addressed
bullying etc, it would have been incumbent on me - having spent years of a PhD project reading the world’s literature on bullying and harassment
and how to address/prevent such behaviours - to bring to your attention that the problem is much more prevalent in the medical/health/hospital
sector than in any other economic or service sector internationally and then to try to persuade you that that your Code is a wonderful opportunity and
vehicle for addressing this major problem in contemporary workplaces. So, now that I don’t need to do that, it is great and a pointer to the
professionalism and capabilities of your team.) What is missing in section 5.3 of the revised Code As mentioned earlier, there is a gap in the revised
Code, as currently drafted, in its awareness of and understanding about what can be, should be and needs to be done about the bullying and
harassment problem in workplaces – namely, to prevent it happening. The approach set out in the Code does not mention the possibility and
desirability of taking steps to pro-actively prevent – and so to eliminate – bullying and harassment from being experienced. The Code is therefore
missing the crucial opportunity and need to deliver on the Code’s call (at 5.3 d.) for practitioners to ‘act to eliminate bullying and all its forms in the
workplace’. To eliminate something, one needs to stop it from happening. Bullying and harassment can be prevented from happening and
consequently can be eliminated, but the Code provides no guidance on how to achieve such elimination of the problem. How bullying etc can be
prevented – through pro-active ‘empowered group process’ The best practice empowered group process approach to preventing and eliminating
bullying and harassment in the workplace, in all its forms - negative, disrespectful, harmful behaviours of any kind - is described below. The first step
to prevent bullying, etc to get the workgroup or team – (i) to reflect, then discuss – share their own stories about - their best experiences of
workplaces they have known and also share their thoughts on ideal behaviours/culture/expectations /relationships/communications at work (ii) to
articulate, prioritise (vote on) and agree on (and document) their (i.e. this group’s) priority, ideal, expected behaviours, etc (iii) subsequently, to meet
regularly for some reflective conversation on whether everyone feels safe to speak up in this group and how they (the group) think they are going in
bringing their agreed expectations to life (iv) to take it in turns during those regular reflective conversations to contribute and speak to circulated
materials (e,g, articles on EI, having ‘I feel…’ P.E.T. ‘difficult conversations’), thoughts or tools for building and strengthening a workplace where it is
safe to speak up and have all the conversations you and/or the group needs to have (v) to then address and work on any shortfalls, issues, etc. This
is a science-based approach and it has been demonstrated to be effective We would be happy to provide you with: (a) relevant scientific papers that
underpin this proactive, positive psychology-based approach; with (b) a critique of the limitations of authority-based (ex post facto, inquiry and
power/authority/compliance/threat/discipline-based approaches to shaping human behaviour and to dealing with human behaviour and relationship
issues (characterised by the approach/mindset currently adopted by and reflected in this part of the revised Code - viz. ‘…escalate your concerns’,
‘…refer concerns to Ahpra’) and (c) details of our research on the effectiveness of pro-active, empowered group processes with regular reflective
conversations, in preventing and eliminating bullying and harassment in various work settings. In summary Since humans know how to prevent and
eliminate bullying and harassment in workplaces, may we suggest it would be helpful if section 5.3 were revised to set out how to do that.
Specifically, this could be done by inserting in steps 5.3.a. to 5.3. h an additional item that spells out the process for preventing bullying and
harassment. The current 5.3.g. statement on Ahpra’s role, would be revised to state words along the line that ‘following the workplace stakeholder
groups’ efforts to address and prevent the problem recurring, escalate your concerns or refer concerns to the National Boards/Ahpra’.

               The revised shared code explains the potential risks and issues of practitioners providing care to people
           with whom they have a close personal relationship (Section 4.8 Personal relationships).

  
       Is this section clear? Why or why not?

  

  
                Is the language and structure of the revised shared code helpful, clear and relevant? Why or why

 not? 

                 The aim is that the revised shared code is clear, relevant and helpful. Do you have any comments
       on the content of the revised shared code?  







                Your answers will be used by the National Boards and Ahpra to improve the proposed revised shared
  Code of conduct.
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Feedback, as invited, on 

 

‘Statements about bullying and harassment have been included in the revised shared code
(Section 5.3 Bullying and harassment).

Do these statements make the National Boards’/Ahpra’s role clear? Why or why not?’

 

 

Introduction

May we suggest that there is room for improvement, indeed, there is an opportunity (and we
think, a need) to inject a new way of thinking about - and a new paradigm for - achieving the
prevention and elimination of bullying, harassment, etc (negative, disrespectful and harmful
behaviours generally). 

Without wishing to be unduly challenging or critical, the understanding and knowledge of
best practice reflected and detailed in section 5.3 of the revised Code – particularly the
thinking and advice about how to tackle, reduce and eliminate bullying and harassment -
reflects the limited, out-dated, twentieth century, HR, hierarchy/authority/power/-based,
top-down, compliance (i.e. it involves threats & punishment) paradigm and mindset*.  (*‘This
is how those above you require you to behave!  You will be punished if you don’t behave like
we require!) 

The world’s …

understanding of the problem
awareness of the limitations and ineffectiveness of top-down,
power/authority/leadership/hierarchy/discipline-based approaches in winning human
cooperation and compliance, and

the world’s awareness in the 21st century of proven effective new approaches to
addressing the problem and

particularly, of the importance of building organisational members’ sense of
ownership of the creation, maintenance and continuous improvement of the required
culture and of taking pro-active measures to prevent the problem arising,

have changed and progressed in the last 20 years.

The new, bottom-up thinking and our methodology detailed below are scientifically validated
and has been demonstrated effective and proven through real-world research in a range of
organisational settings.

 

(i) An aside – a compliment, if I may – on your tackling the problem of bullying in this
revised shared Code: Also (ii) some elaboration & commentary on (professional validation



of) my earlier draft submission (of 17 May 21)

It is excellent that the revised Code is addressing the problem of bullying and harassment. 
(Had the Code not addressed bullying etc, it would have been incumbent on me - having
spent years of a PhD project reading the world’s literature on bullying and harassment and
how to address/prevent such behaviours - to bring to your attention that the problem is much
more prevalent in the medical/health/hospital sector than in any other economic or service
sector internationally and then to try to persuade you that that your Code is a wonderful
opportunity and vehicle for addressing this major problem in contemporary workplaces.  So,
now that I don’t need to do that, it is great! - and a pointer to the awareness, professionalism,
courage and capabilities of your team.)

A colleague of significant professional standing, along with a substantial medical and
managerial pedigree, has provided, in response to my earlier submission, the following
explanation for and perspectives on the extent of the phenomenon of bullying in the medical
sector:

‘You have captured well that healthcare culture in particular is dominated by hierarchical
structure that leads to an authority gradient that is very difficult to overcome. This is very
strong in health and is related to our (societies) acceptance of the medical profession as
having considerable influence on the content of their work (autonomy), over the work of other
health professionals (authority) and as institutional experts in all matters relating to health in
wider society (sovereignty). This may have been appropriate in the past but in a climate of
high technology, increasing access to electronic resources, job designs requiring multiple
competing priorities and a growing body of informed consumers this culture needs to be
reframed from individual practitioner autonomy to team autonomy (that includes the
consumer).  Noting this as you have in your paper is important.

 

What is missing in section 5.3 of the revised Code

As mentioned earlier, there is a gap in the revised Code as currently drafted, in its awareness
of and understanding about what can be, should be and needs to be done about the bullying
and harassment problem in workplaces – namely, to prevent it happening.  The approach set
out in the Code does not provide guidance on taking steps to pro-actively prevent – and so to
eliminate – bullying and harassment from being experienced. 

The Code is therefore missing the crucial opportunity and need to deliver on the Code’s call
(at 5.3 d.) for practitioners to ‘act to eliminate bullying and all its forms in the workplace’.  To
eliminate something, one needs to stop it from happening.  Bullying and harassment can be
prevented from happening and consequently can be eliminated, but the Code provides no
guidance on how to achieve such elimination of the problem.

 

How bullying etc can be prevented – through pro-active ‘empowered group process’

The best practice, pro-active empowered group process approach to preventing and
eliminating bullying and harassment in the workplace, in all its forms - negative, disrespectful,
harmful behaviours of any kind - is described below.

The steps to prevent bullying, etc involve inviting the workgroup or team: –

(i)            to reflect, then discuss – share their own stories about - their best experiences of
workplaces they have known and also share their thoughts on ideal
behaviours/culture/expectations /relationships/communications at work;



(ii)           to articulate, prioritise (by voting), agree on (thereby building their ownership of) and
document their (i.e. this group’s) priority, ideal, expected behaviours, values, or
principles, etc;

(iii)          subsequently, to meet regularly for some reflective conversation on whether everyone
feels safe to speak up in this group and how they (the group) think they are going in
bringing their agreed, desired, expectations of workplace behaviours to life;

(iv)          for a limited period, to work with a facilitator, coach or mentor to enhance the group’s
skills in [A] creating a trust-based, safe workplace where everyone feels confident that
it is safe to speak up respectfully and have all the conversations the group members
need to have and also skills in [B] straight talk or speaking up (voicing); having ‘a
difficult conversation’ (where a person is challenged about their behaviour but in such
a respectful, compassionate, non-blaming manner that the relationship with them is
warmed, not eroded); emotional and social intelligence, authentic behaviour and
reflective conversation;

(v)           during those regular reflective conversations members take it in turns to contribute to
the group’s awareness and understanding of the concepts listed in (iv) above – they
effectively coach each other to deepen everyone’s awareness and skills – by sharing,
circulating and discussing materials (positive feedback, articles, experiences, stories,
insights, etc) that drive the continuous improving of how they are experiencing their
workplace

(vi)          from time to time, as required, to then address and work on any shortfalls, issues,
challenges, opportunities, etc.

 

This is a science-based approach and it has been demonstrated to be effective

We would be happy to provide you with: (a) relevant scientific papers that underpin this
proactive, positive psychology-based approach; with (b) a critique of the limitations of
authority-based (ex post facto, inquiry and power/authority/compliance/threat/discipline-
based approaches to shaping human behaviour and to dealing with human behaviour and
relationship issues (characterised by the approach/mindset currently adopted by and
reflected in this part of the revised Code - viz. ‘…escalate your concerns’, ‘…refer concerns to
Ahpra’) and (c) details of our research on the effectiveness of pro-active, empowered group
processes with regular reflective conversations, in preventing and eliminating bullying and
harassment in various work settings.

To summarise my suggested addition to Section 5.3

Since we humans do know how to prevent and eliminate bullying and harassment in
workplaces, may we suggest it would be helpful if section 5.3 were revised to set out how to
do that. 

Specifically, this could be done by inserting in steps 5.3.a. to 5.3. h. an additional item that
spells out the process for preventing bullying and harassment.  The current 5.3.g. statement
on Ahpra’s role, could also be revised to state words along the line that ‘following the
workplace stakeholder groups’ efforts to address and prevent the problem recurring, escalate
your concerns or refer concerns to the National Boards/Ahpra’.

 

Furthermore…

In discussing my suggestion above with professional medical colleagues, it has become clear
that there is a need also for additional training to support the pro-active, preventive culture-
shaping approach outlined above.

 



The training needs that we see are:

 

i. Training at all levels in the use of different strategies that contribute to overcoming these
cultural problems.

a. Structured communication tools encourage clearer communication and provide those at
the lower levels of the authority gradient with a safe non-threatening way of
communicating their concerns or point of view. I think tools such as SBAR or CUS
would enhance this.

b. Practitioners need self-awareness and skills training and coaching in avoiding,
minimising, dissolving, removing, etc any negative impacts or consequences of power,
hierarchy and status differentials.

ii. As well, education must be incorporated into all health professionals’ training programs that
gives them an understanding of the authority gradients and hierarchies that lead to barriers to
good communication, teamwork and patient safety. 

iii. Broader education for consumers would also give people knowledge and skills that may
facilitate changes in society's acceptance of cultural status differentials – e.g. respectfully
challenging; asking for help to better understand, etc.

iv. Consumers (patients, families) need education and coaching support to make them feel
authorised, confident and supported to speak up and be in a true partnership with their health
practitioners.
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