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EXECUTIVE SUMMARY

The policy for the Management of Work-related stress outlines the Trust’s responsibility to maintain safe systems of work for all staff. The Trust has duties under Health and Safety legislation to ensure that work does not cause harm and these duties extend to work-related stress. The policy on Managing Work-Related Stress is included within the Trust’s Health and Safety Management System

The Chief Executive of the Trust has overall responsibility for the health, safety and well-being of all patients and staff and has delegated the authority to develop and review the Trust’s policy and management of work -related stress to the Director of Human Resources.

The Health and Safety Executive (HSE) has defined what Is understood by the term ‘stress’ and this definition has been adopted within the Trust. The HSE put in place a set of management standards that organisations can use to carry out risk assessments to determine whether stress is evident in the workplace, and the potential causes of stress within particular areas.

In addition to these standards, the Care Quality Commission conducts an annual staff opinion survey and the data from this can be mapped across to the HSE standards to enable year on year comparisons and to measure improvements.

Departments should also utilise other available data on sickness absence and staff turnover, to identify where the use of a more detailed risk assessment is indicated.

This policy provides guidance on the risk assessment procedures that departments should follow to identify the potential stressors within each area and the need to take appropriate remedial action, where significant and uncontrolled risks are identified.

Support is available for staff that have experienced work-related stress and managers have a responsibility for ensuring that staff are able to access appropriate advice or assistance.

The policy forms part of the annual Risk and Safety Performance Standard and audit process and a detailed report of compliance with the policy will be presented annually to the Trust Board.
1. INTRODUCTION

In moving towards becoming an employer of choice, the Trust is committed to developing a working environment that promotes the health, safety and well-being of the organisation and its employees, taking into account the differing needs of staff on the grounds of race, sex, disability, age sexual orientation, or religious belief. This recognises, not only the benefits for staff that accrue through the implementation of the principles of Improving Working Lives, but also the consequent improvements to patient care.

The Trust has duties under the Health and Safety at Work Act (1974), the Management of Health and Safety at Work Regulations (1999), and the Disability Discrimination Act (2005) to ensure that the work does not cause harm: these duties extend to Work Related Stress.

In addition to the statutory duties, there are a number of NHS standards and assurances relevant to the successful management of Health and Safety risks within the Trust, which include:
· NHSLA – Standards for Acute Hospitals 2009/10
· HSE Management Standards for Tackling Work- Related Stress

· NHS Staff Council - Occupational Health and Safety Standards

2.
PURPOSE 

The Trust places a high value on the physical and mental health and well-being of its employees and recognises its responsibility to manage work-related stressors in the same way as any other health and safety risk.

The Health and Safety Executive (HSE) requires organisations to carry out a suitable and sufficient risk assessment for all workplace risks including stress and to take action to address any significant problems identified by that risk assessment.

In order to assist employers to identify hazards and risks which may cause harm, the HSE has researched and developed a set of Management Standards for Work-Related Stress (MSWRS) which have identified six potential stressors, which if properly managed, can reduce work-related stress.            Appendix A

The annual Care Quality Commission NHS Staff Survey will include questions based on these potential stressors. Where more detailed information is required, the Trust will use the HSE validated self-report questionnaire to assess specific risks within a particular department or work area.

In addition to the HSE Standards, the Work-related Stress Policy is 
mandatory component of the Trust’s Risk and Safety Performance Standards. All Directorates will be expected to conduct an annual audit in order to measure compliance with the Trust Standards and to implement action plans where the Trust performance standards have not been met.
Further information regarding the Trust standards can be accessed below
http://lthweb/sites/health-and-safety/pages/audit
This policy outlines those management arrangements which have been made to identify, assess and subsequently eliminate, or reduce, Work Related stressors: this will be achieved through:
· Conducting regular audits to monitor performance against the HSE Management Standards and using existing absence and turnover data to identify potential stressors
· Exploring with staff the reasons for a department not achieving any of the Standards

· Developing local action plans to address the issues identified

· Reporting to the Stress Management Steering Group any issues requiring a corporate response 
· Ensuring that staff who would benefit from access to appropriate support from the Occupational Health department or Staff Counselling Service are provided with the necessary information.
Whilst personal stress, which is unrelated to the work environment, is not the Trust’s responsibility, every effort will be made to appropriately support and assist staff in managing this.

3. DEFINITION
The Trust has adopted The Health and Safety Executive (HSE) definition of stress: 

‘The adverse reaction people have to excessive pressure or other types of demand placed on them.’ This makes an important distinction between pressure, which can be a positive state if managed correctly, and stress. Stress is defined as the negative response to too much pressure or too many demands, with which the individual finds difficulty coping. Stress, particularly if it is prolonged, represents a risk to both mental and physical health.
4. DUTIES WITHIN THE ORGANISATION 
4.1
Chief Executive
As the employer, the Trust has overall responsibility for the health, safety and well-being of all patients, staff and other persons affected by the activities of the Trust. The Chief Executive is tasked with ensuring that effective measures are put into place to ensure this responsibility is met. This will be achieved through the development and successful implementation of the Trust’s Health and Safety Management System, of which the policy on Managing Work-related Stress is an important element.
The Chief Executive will secure the effective operation and continued improvement of health and safety management by ensuring systems are in place for the control of policy formulation, development and monitoring of senior manager objectives, risk assessment and the setting and monitoring of performance standards
The Chief Executive delegates the authority to develop and review the Trust’s policy and management of work-related stress to the Director of HR.
4.2 
Director of Human Resources
The Director of HR has the delegated authority of the Chief Executive to undertake the following:
· policy development, communication and review;
· ensure that information on staff health and well-being is communicated to staff, through the Health and Well-being team;
· provide data from monthly Directorate workforce information reports on sickness absence and turnover, which will indicate where further action may be required, where there is reason to believe that there is a differential impact on particular demographic groups or individuals;
· form an opinion from the staff attitude survey and other data sources on the success of the Trust’s policy to manage work-related stress, monitoring trends and making recommendations to the Trust Board, taking into account the demographic breakdown of respondents to monitor any differential impact;
· provide advice for managers on the implementation of the policy and training on the causes of stress in the workplace including information on how stress can affect particular demographic groups of staff;
· provide support for managers in using the HSE Management Standards to identify potential sources of stress within their departments;
· create suitable and sufficient support for those staff harmed by Work-related stress, through the provision of Employee Assistance advisers, where appropriate, and ensure that support is available through the Occupational Health department and Counselling Service;
· ensure that policies, which relate to potentially stressful situations in an employee’s working life: eg Redeployment; Retirement and Change Management contain information for staff about the support that is available, including specific support for different demographic groups, where available.
4.3
Directors/ General Managers 

Directors of Corporate functions and Divisional General Managers will:

· Ensure that each Directorate manager is aware of the Trust policy to manage work related stress and has undertaken a risk assessment process within their areas.
●
Guidance on the risk assessment process is contained in Appendix B
· Receive information from the Annual Risk and Safety Audit / Performance Standards in order to provide assurance to the Trust Board that each Directorate has complied with the Trust Policy. 
4.4
Directorate Managers
Directorate Managers will ensure that:-

· arrangements are established to ensure that each service within the Directorate is aware of the Trust’s Policy on Work Related Stress;
· risk assessments are undertaken in their area of responsibility and that compliance with the policy is recorded in the audit for the Risk and Safety Performance Standards;
· support is given to the implementation of action plans that will assist in removing /reducing work-related stress within the Directorate, taking into account the needs of specific demographic groups;
· any additional risk controls which cannot be immediately implemented are included in the Directorate’s Risk Register and feed back is provided to affected staff;
· ensure that the Trust’s annual Risk and Safety Management Audit is completed, to identify wards/departments within the Directorate that are not complying with the risk assessment process.
4.5 Line Managers 

Line managers should:
· conduct annual risk assessments within their department / area, with support from the HR Directorate, and advice from the Health and Safety Department
· ensure good communication between management and staff, particularly where there are organisational and procedural changes;

· ensure staff are appropriately trained to discharge their duties;

· monitor workloads to ensure that individual members of staff are not overloaded;
· monitor working hours to ensure that staff are not working excessive hours and that they are taking the appropriate annual leave entitlements;

· attend training, as requested, in good management practice and health and safety;

· ensure that bullying and harassment are not tolerated within their jurisdiction;

· be vigilant and offer additional support to a member of staff who is experiencing stress outside work, eg bereavement or separation;

· co-ordinate and assist in compilation of action plans, following definitions of interventions by staff focus groups;
· as far as reasonably practicable, manage implementation of the action plan and establish additional risk controls;
· review information from the annual Risk and Safety Audit / Performance Standards in order to seek an assurance that each Ward and Department has complied with the Trust’s Policy.

· as work-related stress falls within the remit of the Disability Discrimination Act (DDA) managers are legally required to provide support for staff that may be harmed by work related stress. This may be through reasonable adjustments to role or hours of work, information on counselling services, or stress management courses;
· ensure that staff are aware of the counselling service and support staff who wish to make a self–referral;
· sign-post staff to the relevant e-learning resources on managing personal stress and relaxation/stress management sessions, provided by the Health and Well-being department.

4.6
Employees

All employees have a duty to take care of their own health and safety at work. They should familiarise themselves with the Stress Management Policy and raise any problems that they may be experiencing; without highlighting their concerns management will not be able to help to resolve the issue. They should:
· Participate in the use of the HSE
audit tool to assist in determining the causes of work-related stress in their department
· Raise issues of concern about stress that they may be experiencing with their line manager, Trade Union representative, Health and Safety representative or Occupational Health Service.
· Assist their line manager in implementing any actions, the purpose of which is to reduce the risk of work-related stress.
· Be prepared to consider options to address problems, such as counselling.
4.7
Occupational Health

This Department will support the Policy by providing:

· A confidential and supportive service to Trust employees
· Support for individuals who have been off sick with stress and advice to both the employee and their manager, on workplace modifications including where appropriate, a phased return to work.
· Signpost employees to primary care teams, workplace counsellors or specialists, as appropriate.

· Provide summary data on the use of support services to the stress management steering group 

4.8
Stress Management Steering Group
Comprising relevant professional leads, staff representatives and both an executive and non-executive director, the steering group will co-ordinate a number of projects and will identify areas of good practice, to be shared, using data gathered from various sources. This will include information from staff on the impact of stress at work, received through the annual Care Quality Commission staff opinion survey, including demographic breakdown of data where available, and collated feedback from the HSE Stress audits conducted within Directorates.
4.9
Trust Health and Safety Committee


The Health and Safety Committee (HSC) does not performance manage the Trust’s Health and Safety Policies and Strategies: this responsibility rests with the Lead Director. In the case of WRS this is the Director of Human Resources. 
The HSC exists to consult with staff representatives and as such the Director of Human Resources, or their representative, will provide an update at each HSC on the risk assessment process in place across the Trust.
4.10 Health and Safety Representatives

· Safety representatives should be consulted on any changes to work practices or work design that could precipitate stress.
· Will be meaningfully involved in the risk assessment process.
· Will have access to collective and anonymous data derived from opinion surveys.
5. POLICY EFFECT

5.1
RISK ASSESSMENT PROCESS

5.1.1
Identifying Hazards

The HSE Management Standards for Stress Appendix A identify the hazards within the working environment which may be causal factors in the onset of stress. The standards categorise potential sources of work-related stress into these six standards that all employers should strive to meet.  

5.1.2 Decide who may be harmed and how

As the basis for risk assessment, line Managers should, on an annual basis, use information that is collected within the Trust to gain an initial indication of whether stress is a problem for their department:

· high levels of sickness absence may indicate a potential problem area; checking the reasons for absence may help identify the cause;

· being open and honest about stress helps to reduce the perceived stigma and improve the reliability of the reasons staff give for absence;

· poor performance of both individuals and teams can be an indicator of problems that may need further discussion;

· high staff turnover could be an indication of high stress levels and managers need to conduct exit interviews to understand why people are leaving;

· performance appraisal is a useful opportunity to have a one to one discussion about work and to explore whether people in the team are experiencing excessive pressure;

· responses to the Care Quality Commission annual staff survey will also provide detailed information about the well being of teams and will highlight where use of a detailed risk assessment may be indicated;

· team meetings and focus groups can be used to explore issues with specific groups

Where an initial analysis of the data indicates that stress may be a concern, within the department, then a full risk assessment would need to be undertaken.

The Trust has chosen to use the HSE Indicator tool, which is a questionnaire comprising 35 items that ask about the working conditions that are known to be potential sources of WRS and correspond to the six management standards.

Responses to the questionnaire can then be entered into the HSE analysis tool by the HR department to produce a report for the department.

A flowchart detailing the steps in this process is available at Appendix B.

5.1.3 Evaluate the Risk and Take Action 

When the information from the risk assessments is collected managers should:

·  consult with employees to discuss problems;

·  work in partnership with staff to take action;

·  ensure issues affecting individuals are addressed;

·  feed back results to staff;

·  record the findings
5.1.4 Recording Findings

Areas of concern will have been identified through the information available from the staff survey results and/or the use of the HSE Indicator Tool and an action plan to address the issues identified as potential stressors by staff groups should be compiled.

The action plan should identify:

· What the issues are and how these have been identified

· What action will be taken in response to these

· Who is responsible for delivery of the plan/target

· Key milestones and dates for these to be reached

· A commitment to provide feedback to employees on progress

· A date for reviewing against the plan

5.1.5 Monitor and Review

Managers should ensure that the action plans created following risk assessment are being adhered to and that actions are being completed.

Effectiveness of the management of stress could be demonstrated by comparative data on staff turnover, sickness absence and performance and measuring any progress against emerging trends or changes in this data.

Use of a follow up survey after a period of time would be the most appropriate method of measuring progress.

      5.2   PROCESS FOR INDIVIDUALS AFFECTED BY STRESS
· A member of staff who feels that they may be suffering from stress should, in the first instance, speak to their line manager, who is the most appropriate person to address issues relating to workload, role clarity, support and organisational change

· If the member of staff feels unable to approach their manager, they may wish to consult a Trade Union representative or, where the concerns are related to inappropriate behaviours eg bullying or harassment, they may wish to contact an Employee Assistance Adviser (Harassment), or the Human Resources Service who can also provide hard copies of the preventing harassment leaflet.
· Where an individual is experiencing physical symptoms or severe emotional distress, they should consult their GP or seek advice from the Occupational Health department on Ext.65228
· Should they feel that they might need support from a staff counsellor, they can download  a self-referral form from the Occupational Health web pages, or contact Staff Counselling on Ext 65515
· An on-line resource ‘Under Pressure’ is available to assist staff in identifying and managing personal stress
5.3
INFORMATION
5.3.1 Information for Staff 

· At the Corporate Trust induction, all staff will be given a copy of the Staff Handbook, which in Section 3.7.3 outlines the need for staff to be able to work safely. The handbook provides information on sources of support for staff experiencing stress with appropriate contact details - see 5.2 above. Additional copies of the handbook can be obtained from the HR department.
· The on-line resource ‘Under Pressure’ provides practical information for staff on stress management techniques

5.3.2 Corporate Information 

· Quarterly reports on the Trust’s actions to prevent work-related stress will be presented to the Trust Health and Safety Committee

· Updates on Trust-wide action will be included in the Trust Bulletin and e-bulletin.
· The Corporate HR department, as directed by the Director of Human Resources, will provide detailed data from monthly Directorate workforce information reports, to enable Directorate managers to identify and address trends in sickness absence or turnover.

· Information on identifying and managing work-related stress will be included within the Managing Healthcare Risks and Safety courses, and specific workshops will be provided, as required, for managers to develop skills and discuss case-studies and current case-law
· Data collated by the Corporate HR department on the use of the HSE Management Standards will be presented to the Stress-Management steering group. This will assist in identifying potential workplace stressors within the Trust that may need to be addressed at a corporate level

5.3.3  References
The policy is derived from Health and Safety legislation and is linked with a number of Trust policies that are listed in Appendix D
The risk assessment methodology and associated documentation are derived from the Health and Safety Executive website at  www.hse.gov.uk 



6. RESPONSIBILITY FOR DOCUMENT DEVELOPMENT 

Lead Director : Director of Human Resources

Author : Sue Whitehead, HR Business Manager

Stress Management Steering Group 
7.
EQUALITY IMPACT ASSESSMENT

The Leeds Teaching Hospitals is committed to ensuring that the way we provide services and the way we recruit and treat staff reflect individual needs, promote equality and does not discriminate unfairly against any particular individual or group. This policy was screened and deemed very relevant and the Equality Impact Assessment is attached at Appendix C
8.
CONSULTATION AND COMMUNICATION WITH STAKEHOLDERS
The policy was drawn form the existing Management of Work-related Stress Policy, which was subject to consultation with management and staff representatives, the Trust Occupational Health and Counselling Services; Stress Management Steering Group and the Head of HR for Diversity.

 Further consultation has taken place with regard to the amendments. The policy reflects legal, national and local policy requirements.

9. PROCESS FOR REVIEW / REVISION OF THIS POLICY
The policy will be reviewed by the Director of Human Resources every 3 years, from the date of approval, or as required by changes in legislation, and national, or local policy. Revisions will be subject to consultation and approval in accordance with normal arrangements.
10. COMMUNICATION / DISSEMINATION OF THE POLICY
Following approval, the policy will be notified to the target groups named on the front page of the policy, in the reference box, as follows:
Directors – communication directly by email and discussion at SMT

Senior operational and corporate managers – communication directly by email and to be notified by Directors through the management briefing arrangements

All staff – Trust communications channels including e-bulletin, Bulletin and Talkback facilities 

        Health and Safety Department Intranet site
11. MONITORING COMPLIANCE AND EFFECTIVENESS
11.1 Departmental Responsibilities for ensuring compliance
Local Health and Safety co-ordinators will be responsible for conducting annual self- assessments to determine compliance with the policy audit standards detailed in Appendix D

This will include:

· seeking evidence, through interviews, that staff have been made aware of the policy;
·  that documentation is available to demonstrate that the risk assessment has been undertaken;
· that local action plans have been developed and implemented to address the causes of work-related stress; and 
· that staff have been provided with information regarding the support that is available from the Trust’s Occupational Health department and confidential counselling service.
The Trust Health and Safety team will present an annual report to the Trust Board which details departmental compliance with the policy audit standards.
11.2 Trust Monitoring of Effectiveness
The Trust, through the Trust Stress Management Steering Group and Trust Consultation and Negotiation Committee, will monitor the implementation of this policy and review its performance against the following key indicators:

· Sickness/absence (where there is an identified stress-related cause) using quarterly reports from the Electronic Staff Record (ESR)
· Number of stress-related complaints/claims from a quarterly report provided by the Risk Management Department
· Number of staff seeking counselling /support for a work-related stress problem through a quarterly report from the Clinical Psychology Department
· Number of staff indicating stress as being a cause of leaving the organisation (from Exit interviews) collated bi-annually
· Level of satisfaction with the Trust’s actions for managing stress at work (from the staff opinion survey) reported from the HR Service annually
All monitoring reports should be available by ethnicity, disability, age and gender

12. IMPLEMENTATION

The policy reflects current practice and is, consequently, effective immediately. Policy Audit standards have been developed for the policy and departments and directorates will be required to conduct a self-assessment of their compliance with the requirements of the policy. An annual Health and Safety Performance report is presented to the Trust Board, outlining compliance across the Trust.
13. STANDARDS / KEY PERFORMANCE INDICATORS

· Continuous improvement in the Staff Survey results on reported work-related stress
·  48 people trained annually on the Managing Healthcare Risks and Safety Workshops

· 98% of wards and departments to have completed audits against the policy standards

Appendix A
The HSE Management Standards for Work-related Stress
Reproduced from the HSE Website

www.hse.gov.uk/stress/standards

The HSE has issued a set of Management Standards for Stress that categorise potential sources of work-related stress into 6 standards that all employers should strive to meet.  A description of the standards can be found below.  

DEMANDS

Includes issues such as workload, work patterns and the working environment

The standard is that:

· Employees indicate that they are able to cope with the demands of their jobs
· Systems are in place locally to respond to any individual concerns

What should be happening /states to be achieved:

· The organisation provides employees with 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

· Employee’s concerns about their work environment are addressed

CONTROL

How much say the person has in the way they do their work
The standard is that:

· Employees indicate that they are able to have a say about the way they do their work; and

· Systems are in place locally to respond to any individual concerns

What should be happening/states to be achieved:

· Where possible, employees have control over their pace of work

· Employees are encouraged to use their skills and initiative to do their work

· Where possible, employees are encouraged to develop new skills to help them undertake new and challenging pieces of work.

· The organisation encourages employees to develop new skills

· Employees have a say over when breaks can be taken; and

· Employees are consulted over their work patterns

ROLE
Whether people understand their role within the organisation and whether the organisation ensures that the person does not have conflicting roles

The standard is that:

· Employees indicate that they understand their role and responsibilities; and

· Systems are put in place locally to respond to any individual concerns

What should be happening/states to be achieved:

· The organisation ensures that, as far as possible, the different requirements it places on employees are compatible;

· The organisation provides information to enable employees to understand their role and responsibilities

· The organisation ensures that, as far as possible, the requirements it places 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
How organisational change (large or small) is managed and communicated in the organisation

The standard is that:

· 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

What should be happening/states to be achieved:

· The organisation provides employees with timely information to enable them to understand the reasons for proposed changes

· The organisation ensures adequate employee consultation on changes and provides opportunities 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 and;

· Employees have access to relevant support during changes

SUPPORT

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

The standard is that:

· Employees indicate that they receive adequate information and support from their colleagues and superiors; and 

· Systems are in place locally to respond to individual concerns

What should be happening/states to be achieved:

· The organisation has policies and procedures to adequately support employees

· Systems are in place to enable and encourage managers to support their staff

· 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

RELATIONSHIPS
Includes promoting positive working to avoid conflict and dealing with unacceptable behaviour

The standard is that:

· Employees indicate they are not subject to unacceptable behaviours, e.g. bullying at work; and

· Systems are in place locally to respond to any individual concerns

What should be happening/states to be achieved:

· The organisation promotes positive behaviours at work to avoid conflict and ensure fairness
· Employees share information relevant to their work

· The organisation has agreed policies and procedures to prevent or resolve unacceptable behaviour

· Systems are in place to enable and encourage managers to deal with unacceptable behaviour
· Systems are in place to enable and encourage employees to report unacceptable behaviour

Appendix B
Work-Related Stress (WRS) - Risk Assessment                                                                    
This short guidance is intended to assist supervisors and managers undertake a WRS risk assessment which is required by current health and safety legislation.

Definition of WRS

Well-designed, organised and managed work helps to maintain and promote individual health and well-being. But where there has been insufficient attention to job design, work organisation and management, the benefits and assets associated with ‘good work’ could be lost. One common result is work-related stress
By the term work-related stress we mean the situation that arises where work demands of various types and combinations exceed the person’s capacity and capability to cope; where there is lack of support or role clarity; where change is not appropriately managed; or where inappropriate behaviours are evident.

It is a significant cause of illness and disease and is known to be linked with high levels of sickness absence, staff turnover and other indicators of organisational underperformance - including human error.

Background

Because stress is very difficult to describe and identify it has been suggested that it’s better to look for the effects of stress rather than stressors as a first step in the risk assessment process, if the negative effects of stress are identified it naturally follows that the cause of organisational and individual wellbeing are identified, risk assess and significant risks eliminated or reduced.

Example

	
Poor Working Environment

Six factors can contribute to WRS  see below

· Demands

· Control 

· Support

· Relationships

· Role 
· Change

Appendix1 - details the six factors
	
	
Work Related Stress
	
	Negative Effects Of Stress - Poor Organisational And Group Wellbeing

Examples 

· Poor organisational performance

· High short term sickness

· High/rapid staff turn over

· Poor staff attitude survey results

· More service user complaints

· Difficulty in attracting new staff

· Increase in staff grievances

· Staff reporting stress




Key information about the six factors:

· A person can reduce the impact of high demands if they have high control over their work. 

· The impact of high demands and low control can be reduced by having high levels of support, either from colleagues or from you as a manager. 

· Relationships can be one of the biggest sources of stress, especially problems like bullying and harassment. 

· Problems with role are probably the easier problems to solve. 

· Change does not have to be at an organizational level to have an impact on individuals or teams, for example, changes in team members, line managers or the type of work or technology used by the team can be just as stressful. 

Understanding that these six factors can cause stress for employees can help managers and staff identify improvement in the design of work.

Undertaking a Work-Related Stress Risk Assessment 

	Stage One 
	Ensure that all staff in the ward / department are informed that a risk assessment has to be undertaken and that the views and opinions of staff are important to inform the process.

	Stage Two
	Gather existing statistical data which can aid the assessment of the “wellbeing of the specific staff group / service. 
Examples of existing data include  Poor organisational performance, High short term sickness, High staff turn over, Poor staff attitude survey results, More service user complaints, Difficulty in attracting new staff, Increase in staff grievances, Staff reporting stress / bullying and harassment.

It is also helpful talk about WRS at performance appraisals, staff meetings and other opportunities.


	Stage Three
	Once the above information has been collected it should be possible to make an informed judgment on the “health” of the service or group. If the assessment is positive it is unlikely that WRS is a significant risk and no further action is required apart from informing staff of the assessment outcome.

Just because the group of staff as a whole are considered “healthy” this does not mean that a small number of individual staff may be reporting poor wellbeing. It is possible that non work causes are present or individual factors make the person less resilient to reasonable work pressures. The Trust’s existing staff support facilities offered to these individuals.



	Stage Four 
	If the data review is inconclusive or highlights poor group / organisational wellbeing it will be necessary to undertake a detailed WRS risk assessment.

The Trust has chosen to use the HSE’s Management Standards approach, which comprises an on-line survey. To be completed by all staff it considers the six factors of a poor working environment. In order undertake the survey it will be necessary to get support from the Trust’s HR Directorate.



	Stage Five
	With the support of HR undertake the above survey and subsequent data analysis. Identify specific factors which need further risk assessment.



	Stage

Six
	Establish a number of “focus groups” to identify the cause of specific workplace stressor and design improved ways of working. 



	Stage

Seven
	Inform staff of the results and implement improved ways of working

	Stage 

Eight 
	Monitor the implementation of improved ways of working and re survey using the HSE Management Standards. 




Reference   http://www.hse.gov.uk/stress/ 
APPENDIX C
Equality Impact Assessment – Trust policies and functions must comply with equalities and human rights legislation which briefly is to promote equality and human rights and eliminate unlawful discrimination. 

	Name of policy or function:              

 Policy for the Management of Work related Stress (WRS)                              
	Lead Person:

Sue Whitehead

	1. Screening How relevant is this function or policy and its associated procedures to promoting equality and human rights and to eliminating discrimination? (indicate in boxes below)

	
	Not relevant
	Partly relevant (which parts?)
	Very relevant

	Race/ethnic group:
	
	
	√

	Disability
:
	
	
	√

	Gender (including transsexuals):
	
	
	√

	Age:
	
	
	√

	Sexual Orientation:
	
	
	√

	Religion:
	
	
	√

	Human rights
:
	
	
	√

	Carers or other group (please state):
	
	
	√

	2. Assessing Impact :To be completed where the policy and associated procedures or the function has been determined as relevant in the screening process above

  

	Please specify, in the rows below, anything that you have included or done to ensure that equality and human rights are promoted and that no one will be unlawfully disadvantaged (discriminated against) as a result of this policy or function

	Race/ethnic group:


	

	Disability:
	Screening has indicated that staff with a disability report greater levels of WRS than other groups. Specific reference to the need for managers to ensure that  reasonable adjustments are made within the workplace, where necessary. Analysis of the results of the annual staff survey will be undertaken to monitor the effectiveness of the policy


	Gender (including transsexuals):
	

	Age:
	Older staff (aged 51+) within the Trust are identified as experiencing higher levels of WRS than younger colleagues and included within the policy is the requirement for particular consideration to be given to this group of staff during any change management processes


	Sexual Orientation:
	

	Religion:
	

	Human Rights:
	

	Carers or other group (please state:)
	Whilst there is no specific evidence that staff with caring responsibilities experience higher levels of WRS,  included within the policy is the requirement for managers to ensure that the impact of any service changes on staff with caring responsibilities are taken into account prior to implementation.
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Mandatory Standard / Audit – 5 Work Related Stress

Guidance on Applicability 
This Standard / Audit is fully applicable to all Wards and Departments. 
Further assistance may be obtained from the Trust’s Human Resources Directorate Ext 66922
	Standard
	Reference 
	Evidence

	Standard 5.1

All staff are aware of the Trust’s Policy – Management of Work Related Stress (Oct 2009)


	Policy For the Management of Work Related Stress – October 09
	Interview – Confirm with a selection of staff that they are aware of the Work Related Stress Policy

	Standard 5.2

The Ward / Department has conducted a risk assessment, based on data available from the CQC (Care Quality Commission) annual staff survey, or the HSE Management Standards audit tool

	The Management of Health and Safety at Work Regulations 1999
Policy For the Management of Work Related Stress – October  09
	Documentation –  Staff survey reports and/or HSE stress report


	Standard 5.3

Following the risk assessment referred to in 5.2 – where a significant risk is identified, detailed analysis of the risk has been undertaken, in conjunction with staff.

	The Management of Health and Safety at Work Regulations 1999
Policy For the Management of Work Related Stress – October  09
	Documentation – View the analysis of the findings in 5.2 - Evidence available to highlight that significant risks have been identified. (View the Directorate Risk register)

	Standard 5.4

Following the analysis referred to in 5.3 an action plan for improvement has been developed.


	Policy For the Management of Work Related Stress – October  09
	Documentation – View local action plan based on the findings of  5.2 and 5.3

	Standard 5.5

The action plan (5.4) to reduce work related stress has been fully implemented
	Policy For the Management of Work Related Stress – October  09
	Documentation – View local action plan progress (Focus groups, Occupational Health support, results of regular audits)

	Standard 5.6

All staff are aware of the support / rehabilitation resources that are available to support staff 
	Policy For the Management of Work Related Stress – October 09
	Interview – Confirm with a selection of staff that they are aware of the support / rehabilitation resources that are available. This could include OH, Staff Counselling Service and Bullying and Harassment Advisers



NB: All areas must answer standard 5.2 - A risk assessment should be completed using the methods described.

APPENDIX E
REFERENCES

This policy is derived from Health and Safety legislation as follows:

Health and Safety at Work Act 1974 
Management of Health and Safety at Work Regulations 1999
Clinical Negligence Scheme for Trusts (NHS Litigation Authority) 

Standard 1.3.10
Disability Discrimination Act 2005
Health and Safety Executive publications - Various
Potential causes of stress and methods for managing its impact on the individual and the organisation are addressed in other Trust policies. These should be utilised and referred to as appropriate, they include:

· Bullying and Harassment Policy 

· Health and Safety Policy

· Grievance procedures

· Conduct and Discipline Policy

· Redeployment Policy

· Attendance Management Policy

· Policy for Hearing Staff Concerns

· Violence and Aggression Policy 

· Equality and Diversity Policy

· Retirement Policy

· Change Management Policy

· Alcohol and Substance Abuse

· Special Leave 

· Career Break 

· Flexible Working Guidance

� Disability covers physical, sensory and mental impairments which include mental illness and learning disability. Long term conditions such as cancer, HIV and Multiple Sclerosis are included and any other condition at the point at which it begins to have an impact on a person’s capacity to carry out normal day to day activities.


� To comply with human rights legislation a policy or function must, where possible, promote (in addition to equality), dignity, respect, fairness and autonomy





8
22

