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When change creates pressure 

Change is a normal and necessary part of aged care. Change itself is not automatically a psychosocial 
hazard. The risk often comes from how change is planned, communicated, supported and 
implemented. Change and uncertainty can create psychosocial pressure when workers are expected 
to keep delivering care, answering questions and supporting clients and families while systems, 
services or information are still changing. 
 
In aged care and community care, workers may be navigating reform, changing programs, funding 
limits, reassessments, service changes, new processes or unclear communication. Uncertainty 
cannot always be removed, but organisations can reduce the pressure workers are left to carry by 
providing clear communication, practical guidance, support and safe pathways for questions or 
escalation. 

 

How uncertainty can show up in aged care 

Uncertainty can create pressure when workers are repeatedly expected to manage unclear, changing 
or emotionally charged situations without enough information, support or control. Recognising how 
uncertainty shows up in everyday work can help teams and leaders respond earlier, provide clearer 
support and reduce the risk of harm. 
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Reducing the pressure workers are left to carry 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reducing pressure also means creating regular spaces for questions, reflection and feedback. 
Workers should be consulted about where change is creating confusion, pressure or risk, and 
organisations should review whether existing supports are reducing the pressure workers are 
carrying. Good communication does not remove all uncertainty, but it can reduce the amount of 
uncertainty workers are left to hold alone. 

 

What this should prompt 

When change or uncertainty is creating repeated pressure, organisations should look at how the 
change is being communicated, supported and implemented. This may include reviewing staff 
guidance, communication processes, escalation pathways, supervision, debriefing, documentation 
and consultation with workers. The aim is not for workers to have every answer. The aim is for 
workers to be clear, supported and not left to carry uncertainty alone.  
 
This resource is a starting point for noticing patterns and prompting review. It does not replace work health and safety 

advice, psychosocial risk assessment, supervision, consultation, training or organisational processes. 

 

Organisations and leaders can reduce psychosocial risk during change by strengthening the systems, 
communication and support around workers. This is especially important when workers are 
expected to respond to client or family questions, explain service limits, manage distress, or continue 
delivering care while decisions are still being made. Clear communication does not mean having 
every answer immediately. It means giving workers the best available information, updating them 
regularly, and being honest about what is known, what is not yet known, and what may change. 
Regular updates can reduce confusion and help workers feel less exposed when speaking with 
clients, families or colleagues. 


