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Example STRESS POLICY
As an organisation, we believe it is important that employees work in an environment that is conducive to their well-being and that, if unacceptable levels of stress are encountered, they are dealt with promptly and without delay.    The purpose of this policy is to give you guidance on the steps that the organisation will take to prevent and manage stress levels in the organisation as part of its on-going commitment to safeguard the health and safety of all employees.

This policy applies to all employees, regardless of length of service, but does not form part of the contract of employment and can be varied from time to time.   The procedure does not apply once you have left the organisation.

Recognising Unacceptable Stress

All jobs will contain some level of stress which can vary from time to time and this is not necessarily undesirable in that it can motivate and stimulate performance in the work environment.  However the organisation recognises that there are times when the demands of a job role and/or pressures in an employee’s personal circumstances may lead to an employee experiencing an adverse reaction to those demands.  At its worse high levels of stress can lead to physical and mental illness.

All employees will vary in the amount of pressure they can withstand at any one time and what is acceptable to one employee may not be for another employee.  Similarly the coping strategies of each individual may be different and in some cases the organisation will need to intervene to ensure that employees are supported as and when required.

Preventing Stress

The organisation is committed, wherever reasonably practicable to do so, to identifying and reducing or eliminating workplace stressors.  

In particular the following measures will be implemented:

[Retain/delete from list below as applicable]

· Conduct a survey to ascertain employee’s views on working conditions

· Review job descriptions and identify aspects which may cause unnecessary stress

· Conduct specific risk assessments to evaluate where stress might occur and consider ways of reducing risk factors

· Consult and involve staff via [INSERT DETAILS OF RELEVANT EMPLOYEE FORUM] in implementing measures to combat stress

· Provide assistance to employees who experience unacceptable levels of stress

· Provide external support [INSERT DETAILS] 

· Train all managers and supervisors in identifying causes of stress

· Encourage an open culture where issues relating to stress can be discussed and individuals experiencing stress can raise concerns without fear of recrimination

· Monitor and review workplace conditions to ensure that the working environment does not contribute to unacceptable stress

· Communicate and disseminate this policy as well procedures for handling grievances and complaints of bullying and harassment

· Communicate and consult over organisational or procedural changes

· Raise awareness of all employees to recognise the signs of unacceptable stress and to use the appropriate reporting procedures

· Assess the suitability of job workloads

· Facilitate requests for flexible working where practicable to do so

· Offer support through the appraisal process 

Responsibilities

The Directors/Senior Managers* will have responsibility for overseeing the operation of this policy and ensuring that its effectiveness is monitored and reviewed on regular basis.

Line Managers have the responsibility for encouraging employees to report any concerns and for acting on those concerns in a timely manner.  The line manager will also have regard to workloads, job design and communication within their span of control in order to reduce or eliminate stress factors.

Human Resources will provide guidance to managers on this policy and monitor its effectiveness.  They will also arrange for relevant training to be provided where necessary and give support to managers in dealing with specific stress issues.  Referrals to external advisors, for example, occupational health will be directed through the HR department.

Occupational Health Advisors will provide specialist advice and support to managers and individuals when dealing with stress issues.  They will also refer individuals to workplace counsellors or specialist agencies as required.  The organisation will involve occupational health in conducting risk assessments and reviewing the effectiveness of measures taken under this policy.

Employees have a responsibility to familiarise themselves with this policy and report any concerns they have promptly to either their line manager or to [INSERT ALTERNATIVES].  Employees who have raised concerns accept that they may be contacted from time to time in and will co-operate in attending for medical or associated appointments as requested.   Employees will be expected to operate safe systems of work as laid down in organisational procedures and work instructions.
Safety Committee and Safety Representatives will be consulted on measures the organisation takes in relation to this policy including workplace surveys, risk assessments and change programmes.  The Safety Committee will also have a role with the organisation in monitoring the effectiveness of measures taken and promoting stress awareness in line with this policy.
Dealing with stress
Any employees who are concerned about stress either in the workplace or externally should raise the matter as soon as possible with their line manager or with [NAME ALTERNATIVE].  All concerns will be treated confidentially and a meeting may be set up with HR to discuss the causes of the stress and to identify whether any support can be given and how this might be implemented.  The aim of the meeting will be to produce an action plan to address any workplace issues that can be dealt with and may explore alternative jobs if necessary.
If the cause of stress arises from a specific grievance or complaint within the workplace the organisation would encourage the individual to lodge their concerns using the following procedures:

· If the complaint is of a general nature, this should be raised in accordance with the organisation’s grievance procedure.  A copy of this can be found at [INSERT LOCATION] which sets out the process for lodging a complaint.

· If the complaint relates to bullying or harassment, this should be raised in accordance with our bullying and harassment procedure. A copy of this can be found at [INSERT LOCATION]. The procedure sets out guidance on raising a complaint. 

· If the complaint relates to possible malpractice, wrongdoing or illegal activities which you wish to report, the complaint should be made in accordance with our Whistleblowing procedure, a copy of which can be found at [INSERT LOCATION].  However employees may also raise the matter as a grievance under this procedure if they feel that they have been directly affected by the matter in question or believe they have been treated less favourably for raising the matter.

· If the complaint is about disciplinary action or dismissal, then the employee should use the appeals process under the disciplinary procedure. 

No employee, who in good faith, raises concerns or lodges complaints through a formal procedure will be victimised or intimidated for doing so.  

Absence associated with stress

Employees who are absent due to stress will receive contact from HR within the first week of their absence and may be required to attend occupational health for assessment thereafter.  The organisation is sensitive to the difficulties a person with stress might feel in maintaining contact with the organisation and will endeavour to take make reasonable adjustments to accommodate the individual where practicable to do so.
Employees who are absent with stress during the course of a disciplinary or performance or capability review process will be treated in line with this policy.  However employees in these circumstances should be aware that, whilst the formal procedure relating to them may be suspended for a period of time, the process will be resumed when the organisation is satisfied that the employee is fit to continue.  Employees in this category will normally be referred to occupational health for assessment.
Al employees absent with stress should continue to follow our policy on absence reporting to ensure that they continue to be eligible for company sick pay/SSP*.

Support Mechanisms
We have the following mechanisms in place to support employees who are suffering with stress [OPTIONAL - Retain/delete from list below as applicable]:

· A confidential telephone help line which is open [INSERT DETAILS OF ACCESS] and is manned by independent external counsellors.  The number to call is [INSERT TELEPHONE NUMBER].

· A voluntary health screening service which is run annually/biannually* and will include advice to employees on health matters including stress.  Details of how to access the service are available from [INSERT NAME/DEPARTMENT].
· Awareness training on stress management is run from time to time to assist both managers and employees in recognising the signs of stress and ways of tackling any issues they face.

· Occupational health referrals can be arranged for any employee who feels that stress is an issue for them.  Applications should be made via the HR department.
Confidentiality

The organisation will undertake to keep all matters raised with them under this policy confidential and will not disclose details unless necessary in order to investigate and/or implement any improvement actions.  Disclosure of information may also be required if any disciplinary action becomes necessary, for example, in connection with complaints of bullying or harassment.  Where information needs to be disclosed to a third party this will be discussed with the individual first.
Those who are dealing with stress issues or supporting those with known stress problems must at all times observe a high level of confidentiality.  Unauthorised breaches of confidentiality may lead to disciplinary action.

Monitoring and Review of Policy

In consultation with [NAME OF EMPLOYEE/UNION FORUM] the organisation will periodically [OR STATE SET PERIOD OF TIME] review the effectiveness of the measures in this policy to ensure that it is achieving the objectives set out in the introduction.

* delete as appropriate
