University of Sussex Organisational Work Related Stress Risk Assessment
A stress risk assessment is a process with a number of stages that has the ultimate aim of preventing and/or reducing stress at work so that the risk to the health and wellbeing of employees is minimised.

A stress risk assessment can be conducted using a ‘five-step’ framework:

1. Identify the risk factors (the stressors)
2. Consider who can be harmed and how
3. Evaluate the risks of harm occurring and identify reasonably practicable control measures
4. Record findings
5. Monitor and review:
a. at planned intervals;
b. to comply with changing legislative requirements;
c. as the result of a major change planned for, or occurring in, the University; 
d. as the result of a change in the levels of work-related stress reported or monitored in the University.

This template sets out a framework for conducting and recording an organisational stress risk assessment using the five step approach and lists some common workplace stressors. This template helps support the implementation of the University of Sussex Management of Work Related Stress Policy and associated guidance.


Risk Assessor:									Date:
	1 – What are the risk factors/stressors?
	2 - Who might be harmed and how? eg.

	Organisational Change eg:
· Changing staffing levels
· Using contractors
· [bookmark: _GoBack]Combining Schools or Directorates
· Moving to electronic systems
· Changes to roles and responsibilities
· Introducing a new management system or structure
· Multiple rapid change in several areas 
	Staff directly affected by a proposed change may suffer excessive pressure as the result of uncertainty about its effect on their current job and future prospects.
Uncertainty over job and financial security may increase the risk of work related and non-work related stress
Staff and students whose work arrangements or services will be affected by a proposed change may worry about the impact of the change on their work or work responsibilities and so may be exposed to increased work pressure.

	Problems with communication eg:
· Staff feel they have not been properly consulted about significant issues
· Staff feel their concerns are not understood or addressed
· Lack of direction with respect to performance 
· Planned changes are not communicated effectively
	All persons in an organisation can be affected by poor communication practices. Poor communication can lead to lack of work direction, increased accidents, low staff morale, increased absenteeism, loss of trust and increased staff turnover. All of these can lead to an increased risk of work related stress

	Roles and Demands in the  University eg:
· Staff not understanding their role in the University 
· Staff taking on a new role but not yet having the necessary experience
· Conflicting roles and demands
· Unrealistic demands
	Lack of clarity about role or lack of confidence in managing, decision making, delivering required outputs, etc may put excessive pressure on individuals and departments.
Uncertainty about whether relevant training/professional development is available and accessible may put excessive pressure on managers and negatively affect teams.
If individuals, teams or departments have conflicting roles or demands then they may suffer excessive pressure at work

	Support available eg:
Staff are unaware of the support relating to their work or performance they can expect from the University and/or their manager 

	Staff may not be aware of the relevant reporting lines or ways to access help and support for their concerns relating to their job or other work factors. This may result in persons being exposed to excessive pressure before it is identified that they require some intervention or support.


Step 3 – Evaluate the risks and identify reasonably practicable controls
A. Evaluate, eg:
· The University is aware that some of the risk factors identified at step one will be present in the University, or parts of the University at various times. 
· The University accepts that organisational change will increase the risk of  work related stress.
· The University records the number of staff who consult the welfare officer and/or the Occupational Health Provider over work related stress issues.
· The University may conduct staff and wellbeing surveys to identify work related stress issues.
B. Controls, eg:
· The University sets out the responsibilities and arrangements for managing work related stress in the  Management of Work Related Stress Policy and associated guidance.
· Staff induction and subsequent training makes staff aware of relevant guidance and the support available if required.
· The University has an excellent communication strategy and consults with Trade Unions over issues that will affect staff’s terms or conditions.
· Staff are involved in planned change via participation in focus groups and targeted meetings. The summary findings of these meetings are distributed to staff.
· Staff have named HR advisers who can help with non-task work related issues, such as pay and reward, family friendly policies, pension advice, absence and leave, relationship with managers.
Step 4 – Record
The completed template forms a record of the risk assessment and it will be retained until it is superseded by a risk assessment review.
Step 5 – Monitor and review
The University commits to monitoring the foreseeable causes and levels of work related stress and will review the assessment at least annually. 
Date of review: 
