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1. Introduction 

 
The Company is committed to the creation of a work environment which promotes a positive workplace, 
with health and well-being of all staff having the utmost importance.  The Company recognises the right of 
every employee to be able to go about their work with dignity and respect.  Behaviour, which is, or is 
construed to be hostile, demeaning or degrading, will not be tolerated 
 

2. General principles 

 
All employers have a general duty of care towards employees under the Health and Safety at Work Act 
1974. Section 53 of the Act defines "personal injury" as any disease and any impairment of a person's 
physical or mental condition. This implies that the control of working conditions likely to result in mental 
stress are included in the employer's duty of care.   
 

This position is reinforced by the Management of Health and Safety at Work Regulations 1999 which 
requires every employer to make an assessment of the risks to their employees.  Reference to fatigue and 
stress associated with the use of display screen equipment is made in the guidance to the Health and 
Safety (Display Screen Equipment) Regulations 1992. Under these Regulations employers are required to 
control exposure to conditions likely to result in fatigue or stress. 
 
The Company is committed to ensuring the mental well-being of employees by providing a healthy 
workplace, promoting healthy lifestyles, preventing and eradicating sources of stress in the workplace and 
supporting those who experience stress. 

 

3. What is Stress? 

 
Stress results from a state of imbalance between the demands experienced by individuals and their 
capacity to adjust to those demands.   These effects may be short-lived and cause no lasting harm, but in 
some cases where pressures are intense and continue for longer the effects of stress can be more 
substantial and damaging.  This leads to long-term psychological problems and physical ill health.   
 
Stress can be experienced because of work (e.g. a feeling of carrying an excessive load, or of not having the 
requisite skills to undertake a task or their role in general); relationships (e.g. bullying, harassment); when 
people perceive situations to be violating important values (e.g. openness, 'fairness') or impeding the 
achievement of important goals; through conflicting pressures from within and outside of work, (e.g. 
work/home interface);or because of a life crisis such as bereavement, divorce etc. 
 
Occupational stress is not only damaging to individuals but to organisations as well, through poor work 
performance, damaged personal relations, absence due to ill health, increased staff turnover and so on. 
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4. Symptoms of Stress 

 
At an individual level the signs of stress may take a variety of forms. These include psychological or 
behavioural problems, non-specific physical symptoms, short or long-term health effects or exacerbation 
of existing health conditions.   
 
 

4.1 Psychological effects  
Symptoms of anxiety (restlessness and lack of concentration), irritability, panic, feelings of paranoia 
and resentment; symptoms of depression such as excessive fatigue, lack of interest or motivation, 
withdrawal, inability to make decisions, feelings of alienation and worthlessness. 

  
4.2 Behavioural effects  

Inappropriate strategies to deal with psychological symptoms.  Including: increased alcohol 
consumption, smoking, substance abuse, eating disorders, absence from work; sleeping difficulties, 
poor time-keeping, problems with fellow workers including harassment and bullying, sexual and 
other interpersonal relationship difficulties.  

 

4.3 Physical symptoms 

For example headache, fatigue, diffuse muscular aches, nausea and irritable bowel syndrome.  
 

4.4 Short-term health problems 

Susceptibility to infection and to attacks associated with existing conditions such as asthma and 
migraine. 

  
4.5 Long-term health problems 

Increased risk of hypertension and cardiovascular disease. Increased reporting of musculoskeletal 
problems, and work-related upper limb disorder.  

 
4.6 Post-traumatic stress disorder 

Associated with exposure to trauma. Symptoms include severe anxiety together with the 
experience of "flash-backs" of the incident, severe sleep disturbance, avoidance of situations likely 
to result in any similar experience and withdrawal from normal human relationships. 

5. Responsibilities 

 
To manage stress effectively in the workplace it needs to be a partnership between all staff, and the 
relevant specialist support services.  The following paragraphs summarise the organisation of the main 
responsibilities for the health and safety and welfare of staff, and therefore for the effective management 
of stress at work. 
 

5.1 Awareness of the Health and Safety Policy 

All staff must be aware of the Health and Safety Policy and the Management of stress policy, the 
responsibility for the implementation must lie with the Senior Manager, who must ensure that: 
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 Adequate risk assessments are completed for all activities within the Company.  The risk 
assessment processes includes discussions at the regular one to one meetings the Senior Manager 
(or equivalent) has with individuals.  There is an expectation that workload and work pressures 
would form a part of the regular discussion on how projects/ workstreams/ work in general are 
progressing.  Any presenting issues or problems would then be dealt with as part of expected line 
management responsibilities. If an individual feels under excessive levels of workplace based stress 
they should take the opportunity to discuss this with their line manager.  This could either be at a 
regular one to one or by special request. 

 

 

 So far as is reasonably practical, identified risks are eliminated or controlled to as low a level as is 
possible and that safe working procedures are adopted. 

 

 New assessments are completed following a change to the work activity 
 

 Any requirement for counselling is arranged in liaison with the Company’s procedures i.e: in-house 
counsellor, external support, occupational health, etc. 

 

 Staff are aware of the risks associated, and are provided with appropriate information, instruction 
and training to work safely and in accordance with the risk assessment procedures. 
 
 

5.2 Duty to take reasonable care 

All members of staff have a duty to take reasonable care both of their own health and general fitness and 
of the health and welfare of others who could be affected by their actions.   

 
It is understandable that individuals may find this difficult for a number of reasons including their 
perception that this may be seen as weakness on their part.  In this situation they can approach either the 
Line Manager or equivalent, or if that is not appropriate to their situation, seek assistance from other 
sources, eg: counseling or an occupational health service.  In addition, individuals experiencing stress may 
find it helpful to consult their GP and other sources of external support and advice, including their family 
and friends. 
 
Should individuals believe they be suffering from stress in the workplace they should immediately bring it 
to the attention of the Line Manager or equivalent. 
 
Stress management advice and training is available to all staff in order that they are better able to deal 
with such situations on behalf of themselves and their colleagues.   

 

6. Identification of Stress  

 
The assessment of stress is the first stage in a risk management process for psychosocial hazards.  The 
accurate identification of the source, and whether it is individually or organisationally-based, is crucial to 
appropriate management of the problem.  Sources of information include levels of short-term sickness 
absence, staff turnover, accident rates and information from staff surveys. 
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7. Management of Stress 

 
The selection of an appropriate level of control will depend on an accurate initial assessment of the source 
of the problem.  A three level approach should be considered in the management of stress related staff 
problems: 
 

7.1 Level One  

Tackle the problem at source by attempting to remove or reduce problems which are causing 
psychosocial hazards. Examples might include excessive workloads and limited physical and human 
resources leading to excessive working hours. Possible solutions might involve reorganisation of 
tasks, increased resources, employee training, increased communication, support and participation 
in decision-making. 

 

7.2 Level Two  

This approach is appropriate where hazards exist with the occupation and cannot be removed. Examples 
include shift working, the potential for trauma or for physical or verbal abuse.  The Senior Manager has to 
make sure the employee is equipped to cope with the problems and put in place working methods to 
minimise the risks.  Where occupations contain the potential for violence or abuse, control should involve 
the implementation of safe systems of working which are best developed with the consultation and 
endorsement of the staff.  

 

7.3 Level Three 

Stress in the workplace cannot be totally eliminated, and unfortunately some individuals are susceptible to 
the risks.  The provision of counselling and rehabilitation services should be provided for all staff to discuss 
problems and work with others to control the physiological risks. 

Where stress causes deterioration in job performance, this will be treated as a health problem and the 
sufferer encouraged to seek help under the terms of this policy.  There will be no discrimination against 
individuals suffering from stress.  
 
Where an employee becomes ill through stress, the Senior Manager will seek to identify the causes of 
stress and eliminate or reduce them through changing the post holder’s responsibilities or working 
environment.  Employees unable to continue in their job because of stress-related illnesses will be offered 
alternative roles, subject to agreed procedures and subject to them being available.  At this stage the 
employee should be referred to an occupational health service, or equivalent. 
 

8. Implementation of Policy and Positive Controls 

 
The Senior Manager should identify the following aims for the effective management of stress in the 
workplace: 

o Increase general awareness of stress and the methods available to combat its damaging 
effects 

o Take action to identify and, so far as is reasonable, eliminate or reduce workplace stresses, 
whether associated with a person's work, or relationships with others.  It is important to 
note that there is no one single solution that can be applied as circumstances will differ 
from individual to individual. 
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o Assist individuals in managing the effects of stress in others, particularly those people they 
work with, and in themselves, whether the cause is internal or external to their working 
environment. 

o Manage effectively problems that do occur, including the return to work of individuals who 
have had problems with the effect of stress  

o Maintain and develop appropriate services and facilities to support the health and welfare 
of members of staff. 

 

9. Evaluation and Monitoring 

 Individuals experiencing stress, particularly if it is ongoing and/or is giving rise to physical and 
mental health problems, need to seek assistance.  It will only be possible for the Senior Manager to 
take action to reduce or eliminate the cause of any work-related stress or to support someone 
experiencing stress from external sources, if the individual involved is prepared to discuss it with 
another member of staff (i.e: the Senior Manager) 

 Individual staff are also encouraged to support colleagues showing any signs of stress and to seek 
assistance in doing this through the routes described above for handling their own stress-related 
issues. 

 The Senior Manager will monitor sickness absence records, staff turnover and accident/incident 
reports on a quarterly basis to enable relevant trends to be identified and where practicable 
appropriate action implemented. 

 The Senior Manager will identify sources for external support, i.e: counselling, occupational health, 

etc 

 

10. Additional Legislative requirements 

 
The Working Time Regulations (WTR) 1998 - Linked to the control of work-related stress as, obviously 
working long hours can lead to stress.  The WTR deal with the basic working week – including setting 48 
hours as a maximum, daily and weekly rest periods and holidays. Overwork is a major contributor to stress 
and employers should therefore ensure that they adhere to the WTR to maintain their legal and moral 
duties to their employees. 
 
Regulation 8 is important in relation to the control of workplace stress, as it requires that where the 
pattern of work places the health and safety of a worker at risk, the employer shall ensure that adequate 
rest breaks be provided.  Such work patterns include monotonous work or wherever the work-rate is 
predetermined, again, tiredness and boredom are factors having a profound influence on the occurrence 
of work place stress. 
 
The  Equality Act 2010 (previously the Disability Discrimination Act  DDA) In addition to personal injury 
claims, employees may also be able to make claims under the Act in connection with their employment.  
The Act gives people with disabilities a degree of protection against unfair treatment, including dismissal, 
on grounds of their disability.  A recognised disability includes a mental impairment as well as physical 
disability.  Although the disability must constitute a clinically well-recognised illness, and work-related 
stress is too vague a concept to apply, the term “work related stress” may cover a number of specific 
conditions, which are clinically well recognised. 
 
This policy should be managed in conjunction with the Company’s Health & Safety Policy and Sickness 
Absence procedure. 
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