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Stress Risk Assessment 
This document can be used:
· Pro-actively e.g. to plan for future business changes, anticipated periods of high workloads, changes in roles
· Reactively e.g. where an individual has disclosed they feel under stress and/or pressured
· With individuals or with full teams (e.g. if the team have undergone major changes / restructures impacting their roles)
It has been designed to be used flexibly and can be adapted according to individual circumstances. Where an employee indicates that they feel under stress and/or pressure, their manager will go through this assessment and actions will be identified address any issues. A review date should be agreed to assess whether there has been any improvement resulting from the measures put in place, and if any further support is required. Where appropriate, a referral to Occupational Health may be recommended. 
Context:
	Name:
	
	Manager:
	

	Job Title:
	
	HR:
	

	Reason for risk assessment:
	· Individual has indicated concerns regarding stress levels/pressures
· Manager recommendation 
· Recommended by medical practitioner / OH
· To assess risk for planned change (team/individual impact) 
	

Any linked absence taken:
	

	Support/Advice:
	· OH Referral 
· Advice sought from GP / Medical Professional 
· EAP Service Sign Posted?

	

Date:


	

	Relevant Background Information:









Assessment:
	Area 
(see guidance below)
	Stress Factors / Issues
	Solutions / Actions
	Deadline / Lead
	Notes

	Demands
	





	
	
	

	Control
	





	
	
	

	Organisation / Manager Support
	





	
	
	

	Colleague Support
	





	
	
	

	Role
	





	
	
	

	Change 
	





	
	
	

	Relationships 

	





	
	
	

	External Factors 
	





	
	
	



	Discussion Notes:








This form should be sent to the employee for review and agreement received via email.
Guidance for completing a stress risk assessment 
[bookmark: _Hlk81387313]The HSE define work-related stress as “the adverse reaction people have to excessive pressures or other types of demands placed on them.” There is an important difference between pressure and stress. Pressure can motivate individuals to perform at their best and may be experienced regularly depending on the role, whilst stress is when individuals experience too much pressure and feel unable to cope.
The law requires employers to address hazards in the workplace, including work-related stress. Employers have a legal duty to carry out a suitable and sufficient risk assessment for work-related stress, and take reasonable action to tackle any problems identified. Please read UP’s overarching stress risk assessment for the charity ahead of carrying out an individual or team risk assessment.
The HSE has identified key areas of work that can lead to stress if not properly managed, and have set out the standards that employers should aim to achieve against these areas through effective risk assessment of stress factors within their organisation: What are the Management Standards? - Stress - HSE
These factors are set out briefly below, along with some examples of what could be considered against each area when carrying out an individual or team assessment:
	Stress Factor
	Example of what to consider when assessing stress/risks in this area (this list is not exhaustive)


	Demands
Includes elements such as work levels, patterns, locations, challenges etc.

	
· Is there an extremely high volume of work? 
· Is the workload consistent or does it have peaks and troughs of intensity? 
· Does the work require intense concentration for most of the time? 
· Does a high proportion of the work have to be completed very quickly? 
· Are there elements of the work that have to be achieved to strict deadlines that may require working beyond normal working hours? Are deadlines realistic?
· Are there serious immediate consequences for the individual/ colleagues/ the wider team if work is not completed accurately or on time? 
· Is there an expectation/ culture that employees will work beyond their contracted hours? 
· Is there any evidence that employees are responding to perceived expectations created by local culture rather than actual expectations? 
· Does the work activity require employees to frequently deal with confrontational situations/ conversations, over the ‘phone, by email or face-to-face? 
· Does the physical environment itself cause additional pressure? 
· Does the role involve dealing with ‘service users’? Do relatives/family members of those service users have direct access 
· to the employee?
· Are employees issued mobile equipment that makes them contactable out of normal working hours?
· Is the organisation subject to periodic external scrutiny or inspection of performance?



	Control 
How much say a person has in the way they do their work
	· To what extent does the individual manage their own workload? 
· Can the individual prioritise their own workload? 
· Can the individual determine the timing of their breaks? 
· Can the work be delivered through flexible working hours? 
· Can any element of the work be delivered through working from home? 
· Can the employee carry out their role in their own working style?
· Is there freedom to innovate and use their full skill set?
· Does the employee have access to CPD?

	Role 
Whether people understand their role within the organisation and whether the organisation ensures that they do not have conflicting roles
	· Do employees understand their role – this is particularly relevant following changes to the job description, a change to new post for an employee or organisational changes?
· Is there a generally good understanding by post holders of the way their role supports organisational objectives? 
· Are expectations clear?
· Are work structures clearly defined, so that all team members know who is doing what, and why?


	Support 
Includes encouragement, sponsorship and resources provided by the organisation, line management and colleagues
	Managers: 

· Are there any managers who are lacking in leadership experience or new to the organisation? 
· Have there been any recent formal or informal allegations from staff of perceived bullying or harassment, directed at their managers? 
· Do time constraints make it difficult for leaders to prioritise the managerial element of their role? 
· Is there any evidence to suggest managers are unfamiliar with key employee-focussed policies? 
· Is sickness absence unusually high in certain work teams? 
· Do staff find the work environment encouraging and supportive? 

Colleagues: 

· Have there been recent complaints from staff who feel colleagues don’t contribute / perform well?
· Is there a tendency for employees to operate independently of colleagues, focusing on personal goals and targets rather than contributing to wider team/ school objectives? 
· Have there been recent incidents or allegations of disrespectful behaviour between colleagues?


	Relationships 
This includes promoting positive working to avoid conflict and dealing with unacceptable behaviour
	· Is there any existing or previous history of strained working relationships amongst staff? (This could either be between colleagues or between staff and their line managers or other staff with whom they are required to work closely.) 
· Are any forthcoming changes likely to create the potential for friction between team members or between staff and others they work closely with? 
· Have there been any recent formal or informal allegations from staff of perceived bullying or harassment? 


	Change 
How organisational change (large or small) is managed and communicated in the organisation
	· Has the organisation recently been subject to changes that have: increased the workload; reduced the size of the workforce but not the amount of work; resulted in areas being understaffed; changed the type or rate of work; changed the way in which the work is completed; caused uncertainty regarding job security/future of the organisation etc?
· Is there soon proposed to be any substantial organisational change that potentially impacts directly or indirectly on the role or morale of employees? 
· Is such change currently viewed either apprehensively or negatively by a high proportion of employees? 

	External Factors 
Anything outside of work that could be contributing to stress levels / impacting work
	Any factors that could be contributing to the employee feeling less able to manage at work?

· Previous history of mental health issues 
· Bereavement 
· Relationship difficulties 
· Serious illness of individual or a dependant 
· Severe financial difficulties 
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