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Stress Risk Assessment Template


As an employer, LSE has a specific duty under the Management of Health and Safety at Work Regulations 1999 to undertake risk assessments that aim to identify and eliminate (or at least reduce) risks to employee health, safety and welfare. Stress is a key risk: left unmanaged, it can affect how people feel physically, mentally and also how they behave[footnoteRef:1].  [1:  https://www.nhs.uk/mental-health/feelings-symptoms-behaviours/feelings-and-symptoms/stress/ ] 


The Health and Safety Executive defines stress as “the adverse reaction a person has to excessive pressure or other types of demand placed on them”. The stress risk assessment is a tool to help line managers identify and examine possible causes of work-related stress arising from how an employee’s work is designed and/or organised, as well as proposing ways to mitigate any potential causes of stress. In completing this assessment, it is important to distinguish between ‘reasonable pressures’ – which may be stimulating and motivating for the individual – and stress where someone feels unable to cope with excessive pressures or demands placed upon them. 


When should a stress risk assessment be undertaken?

In circumstances where an employee shares that they are experiencing stress, their line manager should undertake a work-related stress risk assessment. Where the employee has not shared this information, but there are changes or deterioration in their appearance and/or behaviour which would indicate that they are not coping and may be suffering from stress, the manager should similarly complete the assessment. 

Completion of an assessment can also arise from, or contribute to, an Occupational Health (OH) referral – for example, to inform support for an employee’s return to work following a period of stress-related sickness absence. 


Who can undertake a stress risk assessment? 

The stress risk assessment is normally completed by the employee’s line manager. In some limited cases, it may be appropriate for another individual to complete the assessment, e.g. the line manager’s manager if the immediate line manager is unavailable. Completion of the assessment, as well as implementation of any resulting actions, may be undertaken in conjunction with input (as appropriate) from the HR Partner, Staff Counselling Service and/or the School’s Occupational Health providers. 

The individual undertaking the stress risk assessment (typically the line manager) should consult with their HR Partner and speak with the employee in question before completing the assessment. Depending upon the circumstances, it may also be appropriate to consult with the Staff Counselling Service and/or the School’s Occupational Health provider. 


How should the assessment be completed?

The HSE Stress Management Standards system provides a useful framework that the person completing a stress risk assessment can use to make sure that they have fully considered everything that should be taken into account that could be contributing to a harmful or otherwise unreasonable level of stress. 

The Management Standards identify six key risk factors – or ‘stressors’ – these are areas relating to job design and work organisation that could contribute to work-related stress if not properly managed. 

1. DEMANDS: such as workload, work patterns and working hours and work environment.
2. CONTROL: such as how much say the person has in the way they do their work.
3. SUPPORT: such as the encouragement, support, and resources provided by LSE – including line management, senior management and colleagues
4. RELATIONSHIPS: measures to build positive relationships, to resolve conflicts and deal with unacceptable behaviour such as bullying, harassment.
5. ROLE: such as whether people have clear and agreed job descriptions and understand their role in the organisation, ensuring that they do not have conflicting roles.
6. CHANGE: how organisational changes and restructuring is managed and communicated to staff.

Additional factors may also be identified that are not covered here. 


What should happen with a completed assessment? 

Completed stress risk assessments should normally be stored locally, with copies held by both the employee and line manager. A completed assessment may also be shared on a confidential and need-to-know basis, such as with the relevant HR Partner or with Occupational Health, where agreed by the employee. The assessment should include an agreed review date so that the employee and manager (with input as required by HR) can discuss the ongoing effectiveness of any agreed actions as well as whether any additional support would be helpful. 

Completed assessments can provide a structure for conversations with an employee about what is being done to manage any unreasonable levels of stress they are experiencing in relation to their role at LSE. While a useful tool, stress risk assessments should normally not be used in isolation and staff and managers should also be aware of the other support that is available within the School, such as Staff Counselling and the EAP.  


Stress Risk Assessment: a template for LSE staff and managers 

The template below should be completed as fully as possible and should be updated on an ongoing basis as required. The content of the completed assessment will vary depending upon individual circumstances. As a guide, Appendix A provides an example of what a completed Stress Risk Assessment might look like. Staff and managers should contact their HR Partner if they have questions about completing the support or what support is available.

Column 1 lists issues relating to each of the ‘Management Standards’ (see above). This is not an exhaustive list and other issues may need to be considered.
Column 2 has space to estimate the impact (on a scale of 0-2).
Column 3 can be used to record the particular issues that will be considered in completion of the assessment.
Column 4 lists actions or measures that can be taken straight away or in the near future to address or manage the stressor.
Column 5 provides space to include an action plan for future measures, listing what action will be taken by whom and the timescales in which they will be taken.   
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	Impact
0 = not relevant
1 = relevant but not significant
2 = relevant and significant
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	What actions or measures can be taken to reduce or manage the stressor?
	Action plan – comments, actions to be taken by whom and to what timescales
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Employee name: 
Line manager:
Date: 
Review date: 

Appendix A: Stress Risk Assessment template for staff and managers (completed example)  
This section provides examples of what different types of stressor might look like when a stress risk assessment is completed. This is provided for illustrative purposes only – what is included in the assessment will vary depending upon circumstances; for example, some assessments may contain less information where a more limited number of relevant stressors are identified. 

	What are the stressors or contributing factors?
	Impact 
0 = not relevant
1 = relevant but not significant 
2 = relevant and significant
	What are the issues to be considered?
	What actions or measures can be taken to reduce or manage the stressor? 
	Action plan – comments, actions to be taken by whom and to what timescales 

	Demands
	

	Employee’s role has frequently changing deadlines or objectives

	Line manager and employee to agree both shorter- and longer-term objectives. Agreed objectives to be recorded in writing.
	· Line manager to make sure that CDR has a clear growth trajectory. 
· CDR process as an opportunity to assess any training and/or development needs. 

	
	


	Mismatch in demands of work in relation to skills and capability of post-holder 


	
	· Line manager to support employee in including their previous experiences, skills and capabilities as part of the CDR process (including in a Personal Development Plan (PDP)).
· CDR process as an opportunity to assess any training and/or development needs.


	Control
	



	Employee feels that they do not have autonomy or are not given the opportunity to input into the design of tasks or how work is undertaken. 


	· Line manager to include employee in relevant project planning meetings and discussions with stakeholders, at equal level as other team members do for their respective pieces of work.
· Line manager to respond (e.g. via email) to confirm receipt of status updates etc. from employee. 
	· Discussions about employee’s individual contributions and inputs (including into group projects) to be part of CDR meetings. 

	
	




	Employee feels that they do not have opportunities (or feel unable) to comment or raise concerns 

	· Line manager to discuss in next one-to-one 
	· Employee contributions (including at team meetings and other meetings) to be acknowledged in the same way as everyone else’s. 

	Support










	
	Employee feels that their job responsibilities are constantly changing and they aren’t sure what support they have
	· Line manager recognises difficulties that changing responsibilities/mixed messages can bring. 
	

	
	 


	Employee is uncertain or uncomfortable about asking for assistance when they are experiencing difficulties
	· Regular one-to-ones as an opportunity for the employee to raise any concerns relating to work or working relationships. Line manager to avoid  
	

	
	

	Employee feels undervalued

	· Line manager to ensure that employee’s contribution (e.g. in team meetings and other meetings) to be equally well-received as those of others

	· Line manager to support employee in including their previous experiences, skills and capabilities as part of the CDR process (including in a PDP).

	Relationships





	







	Employee is unhappy about what they see as unacceptable behaviour

	Example 1: Employee is unhappy about the behaviour of a colleague in meetings

Acknowledge that employee has a right to raise concerns regarding work or working relationships.  

	
	

	
	
	
	Example 2: Employee is asked a personal question several times in front of the team

Staff confidentiality and privacy should be respected. Understand that people may be more or less comfortable sharing aspects of their personal life.
	· Line manager should avoid asking personal questions if the employee seems unwilling to share this information, and should not repeat a personal question if the employee avoided the question the first time around. Line manager should encourage the same approach throughout rest of the team.
	

	
	
	
	
	

	
	
	Employee feels isolated when working at home
	· Line manager to agree regular catch-ups and check-ins with employee.
· Line manager to signpost employee to resources that may be helpful, including Staff Counselling and EAP. 

	· Agree with employee that they work on campus full-time (if helpful, for an initial trial period) 

	Role




	
	Employee feels that their role is not being conductive to their career growth
	
	· Line manager to make sure that employee’s CDR (including Personal Development Plan (PDP)) has a clear growth trajectory. 
· Everything related to BAU, project work, CDR and training to be documented in writing. These written records to be used in regular one-to-ones to agree next steps. As part of this process, agree ways in which employee can be given increased responsibility to grow in their job role. 


	
	
	Employee feels that there are mixed messages regarding their role
	· Regular one-to-ones as an opportunity to discuss progress, agree next steps and avoid mixed messages. Employee given opportunity to have their input into the scope and design of the role.  

	· CDR process as an opportunity to align objectives to an agreed understanding of what the employee’s role involves. 

	
	
	Employee feels that their role lacks an accurate job description and/or person specification
	· 
	· Line manager to incorporate any required changes to job role as part of both interim and longer-term CDR objectives. 

	Change






	
	Employee is returning from extended absence due to leave or sickness absence
	· Recommendations from Occupational Health and other sources (as relevant) to be actioned.
· Where clarity is required upon the employee’s return regarding their job role, actions may be identified under ‘Role’. 
	· 

	
	
	A restructuring or organisational change is approaching and the employee is feeling insecure about their job
	· One-to-ones as an opportunity to 


	· 
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