



The Health and Safety Executive define stress as “the adverse reaction people have to excessive pressure or other types of demand placed upon them.” This makes an important distinction between pressure, which can be a positive state if managed correctly, and stress, which can be detrimental to health.  It also makes a distinction between the beneficial effects of reasonable pressure and challenge, which can be stimulating and motivating, and work related stress, which is the natural but distressing reaction to demands or “pressures” that the individual perceives they cannot cope with at a given time.  Stress is not a disease or diagnosable illness; however exposure to excessive pressure can result in health problems, both physical and mental. 

The Flintshire County Council stress risk assessment proforma takes the assessor through a structured assessment process – all sections of the form must be completed.  The objective of the proforma is to establish what risks exist if a hazard remained uncontrolled, what control measures are currently in place and what additional controls may be required to ensure that the risks are reduced.
	Health & Safety Executive Management Standards

(Hazards)
	How to assess the risks in your workplace – The 5 Steps

	The Standards look at the six key areas of work that, if properly managed, can help reduce work-related stress:
Demands       Includes issues like 
                       workload, work                                          
                   environment, etc.

Control           How much say the person
                       has in the way they do their
                       work.

Support         Includes the  

                       encouragement                   
                   sponsorship and resources

                    provided by the
                    organisation, 
                    management and                     
                    colleagues.     
Relationships  Includes promoting positive 
                    working environment to   

                    avoid conflict and dealing  

                    with unacceptable 
                    behaviour.

Role                Whether people understand

                     their role within the 
                    organisation and whether 
                     the organisation ensures 
                     that they do not have
                     conflicting roles.

Change            How organisational change

                        (large or small) is managed 

                     and communicated in the
organisation.
	STEP 1
	Identify the hazards- The Management Standards help you to measure performance in managing work-related stress.  Each standard provides simple statements about good management practice in each of the six areas.  Use the Management Standards to assist with the process, think about the specific work concerns of the employee.

  

	
	STEP 2

	Decide who might be harmed and how they might be harmed – consider:

· The employee may speak to you requesting you address work concerns;

· Occupational Health & Safety may have recommended that you complete a risk assessment with the employee;

· You may identify work issues during a return to work interview  following a period of sickness absence;

· You may notice a change in the employee’s behaviour, for example, mood, performance;

REMEMBER:

· Work-related stress can affect any member of your team, even though some may appear to cope better with work pressures than others;
· At particular times, your staff may be more vulnerable to work-related stress. For example, those returning to work after a stress-related illness, or those who have experienced a personal or family problem, such as bereavement; 

· Tackling work-related stress at source requires a partnership approach based on openness, honesty and trust.


	
	STEP 3
	Evaluate the risks. 

Consider the potential consequences if the employee continues to experience problems, both short and long term.   

Also consider the impact that work-related stress could have on your unit or team.  For example, one colleague absent for an extended period with a stress-related illness can have a dramatic impact on the workload and morale of the rest of the team. By taking action to tackle the causes of stress in your workplace, you can prevent or reduce the impact of these problems.

	Risk Control

Ultimately, the level of risk will depend on the effectiveness of the reasonably practicable solutions (controls) that are in place.

	Step 4
	1. Consider the Management Standards to ensure that best practice is being applied:
DEMANDS – Employees indicate that they are able to cope generally with the demands of their jobs; and systems are in place locally to respond to any individual concerns.  E.g., employees are given adequate and achievable demands in relation to the agreed hours of work; People’s skills and abilities are matched to the job demands; Jobs are designed to be within the capabilities of employees; and employees’ concerns about their work environment are addressed.
CONTROL - Employees indicate that they are able to have a say about the way they do there work; systems are in place locally to respond to any individual concerns. E.g., where possible, employees have control over their pace of work; employees are encouraged to use their skills and initiative to do their work; where e possible, employees are encouraged to develop new skills to help them undertake new and challenging pieces of work; employees are encouraged to develop their skills; employees have a say over when breaks can be taken; and employees are consulted over their work patterns. 

SUPPORT- Employees indicate that they receive adequate information and support from their colleagues and superiors; and systems are in place locally to respond to any individual concerns. E.g., policies and procedures adequately support employees; systems are in place to enable and encourage employees to support their colleagues; employees know what support is available and how and when to access it; employees know how to access the required resources to do their job; and employees receive adequate and constructive feedback. 

RELATIONSHIPS – Employees indicate that they are not subjected to unacceptable behaviour, e.g., bullying at work and systems are in place locally to respond to any individual concern. E.g., positive behaviour is promoted to avoid conflict and ensure fairness; employees share information relevant to their work; policies and procedures are in place to prevent /resolve unacceptable behaviour; systems are in place to enable and encourage managers to deal with unacceptable behaviour; and systems are in place to enable and encourage employees to report unacceptable behaviour.
ROLE – Employees indicate that they understand their role and responsibilities; and systems are in place locally to respond to any individual concern.  E.g., the organisation ensures that, as far as possible, the different requirements it places upon employees are compatible; information is provided to enable employees to understand their role and responsibilities; as far as possible the requirements placed upon employees are clear; and systems are in place to enable employees to raise concerns about any uncertainties or conflicts they have in their role and responsibilities. 
CHANGE - Employees indicate that the organisation engages them frequently when undergoing an organisational change; and systems are in place locally to respond to any individual concerns. E.g., employees are provided with timely information to enable them to understand the reasons for proposed changes; adequate employee consultation on changes and opportunities are provided for employees to influence proposals; employees are aware of the probable impact of any changes to their jobs.  If necessary, employees are given training to support any changes in their jobs; employees are aware of timetables for changes; employees have access to relevant support during changes.
2. Consider what is currently in place to assist the employee. 

3. If now having discussed the issues you and the employee are satisfied that all reasonable precautions have been taken you need to make sure that:

· The details of your considerations and actions have been recorded on the Risk Assessment form.

· The information is kept readily accessible and available for reference.

· The control measures have been effectively communicated to the people who need to know them.

· The effectiveness of the control measures is monitored.
4. If you and/or the employee think more could or should be done to reduce the risk further, even if that is purely increased supervision or because of amended guidance you should record what further action is required on the Risk Assessment form.  The necessary action needs to be allocated to a specific person or group of people and a target date attributed to the action.  



	
	STEP 5
	Review your assessment and revise it if necessary 
It is good practice to review your assessment on a regular basis, to see if the control measures are still effective, remember to involve the employee.  



The steps involved in making a risk assessment can be illustrated by relating the following thought process to the activity of responding to an employees concern after carrying out a return to work interview following a period of sickness absence
	Activity or operation:

	Return to work interview following a period of sickness absence.


	Those at risk:

	The employee returning to work following a period of sickness absence.


	Hazards

	The Management Standards highlight the following areas that need to be addressed:
Demands, Control, Support and Relationships.



	Potential Risk:
Hazard “(including effects)”
	Consider the “What if” principle (worst case scenario). In this activity there is the potential for any of the following to occur :
Failure to address areas of concern will lead to more absence from work and high potential for long term ill-health. 
The outcome could be :      long term ill-health/disability

	Existing Risk

Taking into account how the task is actually undertaken and what Control Measures are in place :


	Consider how and what is expected of the employee under normal circumstances :

This will take into account the employees workstation, knowledge, experience and ability of the person(s) involved.

	Control Measures Required
	Consider the Management Standards, are there any measures that could be put in place that will assist:

Suitable and sufficient training and development, additional support from manager.






	Directorate
	Corporate Strategy 
	Activity (Brief Description)
	Return to work interview following sickness absence

	Service
	Treasurers
	People at Risk
	Mr. Roy Jones

	Location
	County Hall

	Date
	01 May 2005

	
	
	Review Date
	July 2005

	Assessor
	Ian. M. Happy
	Issue Number
	001

	
	
	
	

	Item No
	Hazards
(Health & Safety Executive, Management Standards)
	Existing Issues

	
	
	

	1.

2.

3.

4.

5.
 6.
	Demands – includes issues like workload, work patterns, and the work environment.   

Control – how much say does the person have in the way they do their work.

Support – includes the encouragement, sponsorship and resources provided by the organisation, line management and colleagues.

Relationships – includes promoting positive working to avoid conflict and dealing with unacceptable behaviour.

Role – does the person understand their role within the organisation and does the organisation ensure that the person does not have conflicting roles.

Change – how organisational change (large or small) is managed and communicated in the organisation.
	1. Mr Jones indicates that there are certain aspects of his job that he feels unable to cope with, for example, he does not feel competent or confident in using documents in excel.   
  2. .Mr. Jones doesn’t feel in control of his work when he is required to use excel.

 3.  Mr .Jones feels that he has little opportunity to discuss his progress which has left him feeling unsupported in recent months.

4. Mr. Jones has recently felt unsupported, which he feels has affected his relationship with his manager.

5.  Mr. Jones has a clear understanding of his role within the organisation.
6   Mr. Jones feels that the communication in relation to change has been good. .

	FURTHER ACTION REQUIRED TO REDUCE RISKS TO ACCEPTABLE LEVEL

	Item No
	Further action necessary to control risk
	Action By
	Date Completed

	
	
	
	

	1.

2.

3/4.

	Mr. Jones will complete a basic excel course within the next 4-6 weeks.  He will also complete the advanced excel course within the next 6 months.  Mr. Jones has agreed to contact the training department to arrange this.
Mr. Jones will complete the excel training, if he feels this has not had a positive impact on work then he will feed this back to his manager at the review meeting. 
Mr. Jones will meet with his immediate manager on a bi-monthly basis to discuss his work programme and progress.
In addition to points 1-4 above, supervision/monitoring should be routinely undertaken by the line manager.
	I. M. Happy
I. M. Happy
I. M. Happy

	21 July 2005

21 July 2005

21 July 2005



	Assessor(s) Signature(s) 


	Managers Signature:

	Other relevant Risk Assessments:
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	Activity (Brief Description)
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	People at Risk
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	Date
	
	Review Date
	

	Assessor
	
	Issue Number
	

	Item No
	Hazards
(Health & Safety Executive, Management Standards)
	Existing Issues

	1.

2.

3.

4.

5.
6.

	Demands – includes issues like workload, work patterns, and the work environment.   
Control – how much say does the person have in the way they do their work.

Support – includes the encouragement, sponsorship and resources provided by the organisation, line management and colleagues.

Relationships – includes promoting positive working to avoid conflict and dealing with unacceptable behaviour.

Role – does the person understand their role within the organisation and does the organisation ensure that the person does not have conflicting roles.

Change – how organisational change (large or small) is managed and communicated in the organisation. 
	

	
	

	 FURTHER ACTION REQUIRED TO REDUCE RISKS TO ACCEPTABLE LEVEL

	Item No.
	Further action necessary to control risk
	Action By
	Date Completed

	
	
	
	

	Assessor(s) Signature(s):
	Managers Name:
	Managers Signature

	Other relevant Risk Assessments:
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Occupational Health Services


‘Working with you for a safer, healthier future’








STRESS RISK ASSESSMENT – 5 STEPS TO STRESS RISK ASSESSMENT














1.	IDENTIFY THE HAZARDS





‘A Hazard’ is anything or any situation with the potential to cause harm to people, if uncontrolled (use the Management Standards to assist in this process).  








2.	WHO MIGHT BE HARMED AND HOW





An individual, groups of employees etc.


How can they be harmed?











4.	ACTIONS


	


Develop an action plan with the employee.











3.	EVALUATE THE RISKS AND TAKE ACTION.





Consider the potential consequences if the employee continues to experience problems.











5.	MONITOR AND REVIEW 





Monitor your action plan.


Evaluate the effectiveness of your actions.





GENERAL GUIDANCE





SAMPLE RISK ASSESSMENT   - The “Thought Process”





RISK ASSESSMENT FORM





RISK ASSESSMENT FORM








