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What we do or deliver in our roles within NHS Golden Jubilee (NHSGJ) is important, but the 

way we behave is equally important to our patients, customers, visitors and colleagues. We 

know this from feedback we get from patients and customers, for example in “thank you” 

letters and the complaints we receive.  

 

Recognising this, NHSGJ have worked with a range of staff, patient representatives and 

managers to discuss and promote our shared values which help us all to deliver the highest 

quality care and service across the organisation. These values are closely linked to our 

responsibilities around Equality. 

 

 

 

Our policies are intended to support the delivery of these values which support 

employee experience. 
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1  Introduction  
  
1.1 The NHS in Scotland has a legal duty under the Health and Safety at Work Act 1974, 

to ensure the health, safety and welfare of employees. The NHS Staff Governance 
Standards require NHS employers to ensure that staff are provided with a safe and 
healthy working environment. NHS Golden Jubilee (NHSGJ) also has a duty to 
ensure that safe systems of work are in place for staff, which may include workload 
considerations.  
 
NHSGJ acknowledges that stress has many contributory factors within and out with 
the workplace.  
 
NHSGJ recognises that employees can be affected by stress outside of the working 
environment and where possible will offer support, through appropriate resources, to 
employees to address this. 

   
The Policy on Stress within the Workplace will provide a framework to enable 
managers, employees and trade union representatives to proactively and reactively 
manage the issues of stress and minimise the impact of stress-related issued within 
NHSGJ. 
   

1.2 NHSGJ is committed to the following:   
 

• promoting a healthy workforce by placing value on both physical and mental health; 
• identifying and supporting employees at risk of stress and supporting employees to 

address factors contributing to stress both at work or in their wider lives;  
• managing the return to work of those who have experienced mental or physical 

health problems associated with stress to ensure their wellbeing, and to ensure their 
skills are retained;  

• increasing knowledge of the causes of stress in the organisation including external 
and internal factors as well as organisational responsibilities to address or mitigate 
such factors;  

• support in place to tackle stress and help staff to manage stress;   
• managing health problems associated with stress by:  

 recognising the adverse effects of stress early;  

 managing stress appropriately;  

 providing access to necessary support which may include counselling;  

 providing advice and sources of help;  

 ensuring managers undertake proactive Stress Risk Assessments in 
accordance with the guidance in this policy.  

  
1.3 This Policy and its procedures have been developed and supported through our 

Health and Safety Committee.  
 

1.4 NHSGJ recognises the difference between pressure and stress. The definition of 
stress adopted within this Policy is that used by the Health and Safety Executive.  
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This is defined as:  
 
‘The adverse reaction people have to excessive pressures or demands placed 
upon them.’  
  

1.5 NHSGJ recognises that some factors that can affect stress of employees relate to 
chronic factors, whereas others may relate to an acute event. An acute event may be 
a specific violent or unpleasant incident, including clinical events and dealing with 
challenging behaviours. Chronic factors may be exposure to stressors over a 
prolonged period of time and/or on a regular basis.  

  

2  Scope  
 

This policy applies to all staff within NHS Golden Jubilee.  
  

3  Policy aims  
  

This policy aims to:  
• encourage staff wellbeing within NHSGJ and discourage the stigma attached to 

stress;  
• raise awareness of ill health associated with stress, its causes and associated 

factors;  
• change aspects of the workplace and working arrangements where possible, 

which have been identified as increasing an individual’s level of stress;  
• educate staff in techniques for coping with pressure and stress as well as 

directing to services which can help mitigate issues leading to stress;  
• equip all staff, including managers with tools to identify the risk of stress, 

intervene appropriately and encourage staff to get help at an early stage;  
• provide staff with help if they have mental or physical health problems associated 

with stress;  
• through information and education, encourage everyone to recognise factors 

contributing to stress and the adverse effects of stress;  
• provide awareness training for managers and staff, around stress within 

healthcare;  
• raise awareness of the means of support for staff including Occupational Health 
• encourage staff to get help at an early stage, utilising the Individual Stress Risk 

Assessment form, when stress is identified (Appendix 1);  
• offer easy access to necessary support, which may include CBT, carer support, 

signposting to financial support and advice;   
• as far as possible, via Attendance, Work life Balance and Redeployment 

Policies,  NHSGJ will support and promote job security, access to the range of 
support available and ensure that that there is no blame or shame apportioned to 
those accessing the support mechanisms;  

• set up procedures for return to and rehabilitation in work e.g. phased return in 
conjunction with the employee;  

http://www.nhsggc.org.uk/media/235566/managing-workforce-change-policy-final-june-2010-2.pdf
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• ensure that these procedures are flexible enough to meet varying needs e.g. 
Bullying and Harassment and Work Life Balance issues;  

• ensure that organisational, departmental and individual factors are taken into 
account when undertaking stress risk assessments.   

• the principles advocated by the Health and Safety Executive’s Management 
Standards on Stress, will be adopted to undertake the risk assessment process.    
 

4  Responsibilities  
  
4.1  Directors and Senior managers are responsible for making sure that:  

• factors which can lead to stress and ill health, are reduced and/or managed from 
the work environment, as far as possible;  

• an organisational culture is developed and promoted where stress is not seen as 
a sign of weakness or lack of skill or ability and where seeking help in managing 
stress is seen as a sign of strength and good practice;  

• suitable training and guidance is provided to managers to equip them to 
undertake the necessary risk assessments in relation to stress in the workplace, 
and effective control measures are implemented where appropriate. The HSE 
indicator tool should be used to assist the risk assessment process. This will be 
delivered through Occupational Health Services (OHS) and Health and Safety 
(HS) with Human Resources (HR) input as required.  

• information is provided for staff on:  
• the effects of stress at work; 
• positive coping mechanisms; and  
• general health improving activities within the workplace. 

• advice and information is provided for all staff on how to recognise symptoms of 
stress in themselves and others;  

• advice and information is provided for managers on their duty of care to staff, 
and links to organisational development programmes such as iMatter and 
resilience support, are widely developed;  

• a working environment is promoted where staff who feel they are at risk of 
experiencing the effects of stress can raise the issue in confidence, so that 
necessary support mechanisms can be put in place;  

• suitable support mechanisms for staff experiencing the effects of stress are 
established; and  

• good practice guidelines based on current evidence and knowledge are 
produced to support the Policy. This will be cascaded once developed through 
the Health and Safety and Occupational Health Services.  

• Work related incident reporting being recorded and addressed through the Datix 
system.  

  
4.2  Line managers are responsible for:  
  

• encouraging a workplace culture where mental wellbeing and physical wellbeing 
are regarded as equally important;  
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• making sure, as far as is reasonably practicable, that the physical work 
environments for staff are safe and do not expose them to risks that may give 
rise to stress at work;  

• considering the implications for staff of any changes to working practices, ways 
of working, work location, new policies or procedures, and the need for 
appropriate support and training;  

• making sure that all new staff receive appropriate induction to and training for 
their job, including reference to support services, for example OHS, HR, local 
and national resources available;  

• providing clear job descriptions (clarifying lines of responsibility based on job 
description, accountability, and reporting), individual supervision and clear 
objectives with review;  

• resolving work-related issues at individual level as appropriate, involving others 
outside the team as necessary;  

• managing and promoting attendance in accordance with the organisational 
policy, and linking to other policies as necessary, such as Bullying and 
Harassment;  

• keeping in touch with any staff who are on prolonged absence and agree with the 
individual, OHS and HR how to support their return to work;  

• regularly reviewing hours undertaken by staff to include excess hours and 
overtime, monitoring absence and staff turnover. Making sure that staff take time 
to review and celebrate positive achievements and likewise reviewing less 
positive outcomes so that a sense of balance can be achieved;  

• agreeing with staff as a wider team what can be actioned and how to improve 
things, promoting openness and discussion. This may take place through day to 
day supervision, the appraisal process and via the iMatter action planning 
process within the team.  

• involving individual staff in seeking solutions;  
• encourage staff to complete the Individual Stress Risk Assessment (Appendix 1) 

if stress is identified at work with an individual staff member.   
• accessing resources such as Mental Health First Aid Training, to increase 

awareness and understanding of addressing and supporting issues that staff 
may be experiencing.   

 
4.3  All staff are responsible for:  
  

• talking to their manager in the first instance if there is a problem;  
• accessing OHS, HR or their Trade Union/Professional Organisation;  
• supporting their colleagues if they are experiencing work-related stress and 

encouraging them to talk to their manager, OHS, HR or Trade Union/ 
Professional Organisation;  

• seeking appropriate support, which may include counselling from OHS or 
alternatives (CBT, mental health first aiders);   

• speaking to their GP if worried about health issues;  
• discussing with their manager whether it is possible to alter the job if necessary, 

to make it less stressful, recognising all team members' needs; trying to channel 
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their energy into solving any problems and considering what may help resolve 
any issues, and discussing this with their manager;  

• recognising that stress is not a weakness;  
• attending stress management courses if this has been deemed necessary 

through risk assessment; and  
• being actively involved in the risk assessment process.  
• Seek help at an early stage, utilising the individual stress risk assessment form, 

when stress is identified (Appendix 1) to assist in identifying potential solutions.   
• reporting incidents using the Datix system in accordance with the Incident 

Management Policy.  
  
4.4  The Human Resources Department is responsible for:  

• making sure that organisational policies and codes of conduct (professional and 
general) are adhered to;  

• supporting managers and staff with the risk assessment process; 
• facilitating discussions where there are areas of conflict;  
• assisting in monitoring staff conduct, attendance, turnover, etc.;  
• advocating clarity of roles and responsibilities, advising on job descriptions and 

organisational structure;  
• promoting positive cultural change within the workforce;   
• assisting the process of return to work and phased return, including provision of 

advice on reasonable adjustments that may be appropriate to the working 
environment and role; and 

• Ensuring that exit interviews are offered and carried out for all employees leaving 
NHSGJ.  

  
4.5  Trade Unions/ Professional Organisations are responsible for:  

• encouraging members to speak up as soon as they feel that their working 
environment is beginning to affect their health;  

• using partnership mechanisms, including various committees, and the facilities 
laid out in the Safety Representatives and Safety Committees (SRSC) 
Regulations and Management of Health and Safety at Work Regulations, to 
tackle work-related stress;  

• investigating potential hazards and complaints from their members, receiving 
information they need from employers to protect members' health and safety;  

• liaising with management to support and carry out risk assessments, including 
reviewing absence figures, highlighting trends and linking these with other 
policies that may be available such as Bullying and Harassment; and  

 
4.6  The Occupational Health Service is responsible for:  

• advising managers and staff on occupational triggers of stress and the risk 
assessment process, in conjunction with the Health and Safety and Human 
Resources services;  

• delivering an education/training programme on stress risk 
assessment/awareness and management, in conjunction with the Health and 
Safety Service;  

• providing advice on stress management in the workplace to managers and staff.  
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• providing support for staff at all levels who may be experiencing stress;   
• reviewing patterns of work-related stress in terms of sickness absence 

monitoring and self/ management referrals, themes arising from areas within the 
workplace and providing appropriate feedback to the organisation; and  

• supporting line managers in applying the range of policies available within 
NHSGJ.  

  
4.7  The Health and Safety Service is responsible for:  

 working in conjunction with the Occupational Health Service and/or HR on 
providing advice to managers and staff;  

• ensuring suitable training and guidance is provided to managers to equip them to 
undertake the necessary localised risk assessments in relation to stress in the 
workplace.  

• advising managers on effective control measures for work related stress, which 
can be implemented where appropriate;  

• assisting with analysis of Datix incident data related to stress;  
• contributing to relevant training programmes for managers and staff;  
• delivering an education/training programme on stress risk 

assessment/awareness and management; and 
• providing electronic survey links for staff stress surveys. 

   

5  Education and training for all staff  
  

To deal positively with stress at the workplace, NHSGJ recognises the importance of:  
• the link between home and the workplace; and 
• the effects of prescribed medication on work performance. (see NHSGJ Alcohol 

and Substance Misuse Policy)  
  

These key points will be highlighted in:  
• health education for staff;  
• induction programmes for new staff (as stress education);  
• specific training for Occupational Health practitioners; and  
• feedback (for dealing with issues with the policy).  

  
Contact Health and Safety/Occupational Health/ Learning and Development Service 
for information on available Stress courses. Information is also available on HR 
Connect.  

    

6    Further information and resources available 
 

 Breathing Space - https://breathingspace.scot/ including living life - 
https://www.breathingspace.scot/living-life/ 

 National wellbeing Hub – https://www.nationalwellbeinghub.scot/resource/coping-and-
self-care/  

http://www.nhsggc.org.uk/media/234126/nhsggc_health_safety_policy_alcohol_substance.pdf
http://www.nhsggc.org.uk/media/234126/nhsggc_health_safety_policy_alcohol_substance.pdf
http://www.nhsggc.org.uk/media/234126/nhsggc_health_safety_policy_alcohol_substance.pdf
http://www.nhsggc.org.uk/media/234126/nhsggc_health_safety_policy_alcohol_substance.pdf
http://www.nhsggc.org.uk/media/234126/nhsggc_health_safety_policy_alcohol_substance.pdf
https://breathingspace.scot/
https://www.breathingspace.scot/living-life/
https://www.nationalwellbeinghub.scot/resource/coping-and-self-care/
https://www.nationalwellbeinghub.scot/resource/coping-and-self-care/
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 The Workforce Specialist Service (WSS) (NHS Practitioner Health) - 
https://www.practitionerhealth.nhs.uk/accessing-the-service / 
https://www.smartsurvey.co.uk/s/NHS_SWSS/  

 NHS Inform – mental health zone - https://www.nhsinform.scot/illnesses-and-
conditions/mental-health 

 NHS 24 – dedicated mental health hub when calling 111 

 TURAS Learn psychosocial mental health and wellbeing support zone - 
https://learn.nes.nhs.scot/28063/coronavirus-covid-19/psychosocial-mental-health-and-
wellbeing-support 

 Citizens Advice Scotland - https://www.citizensadvice.org.uk/scotland/health/nhs-
healthcare-s/mental-health-s/  

 SAMH – Scottish Association for Mental Health - https://www.samh.org.uk/about-
mental-health/self-help-and-wellbeing 

 MIND – mental health charity - https://www.mind.org.uk/information-support/a-z-
mental-health/  

 Mental Health at Work - https://www.mentalhealthatwork.org.uk/  

 Mental Health Foundation - https://www.mentalhealth.org.uk/coronavirus/mental-
health-tips 

   
7 Monitoring, Review and Evaluation 
 

This policy has been assessed for relevance and screened for equality impact, to 
identify and mitigate, where possible, any potential for the policy and procedure to 
have differential impact on employees having regard to their differences, such as 
ethnicity, gender, trans identity, disability, age, sexual orientation, religion, literacy 
or belief.   

This policy will be monitored, reviewed and evaluated every three years by the 
Partnership Forum or equivalent, taking into consideration legislative changes and 
developments in good practice to ensure it meets the needs of all employees.  

 

8 References  
  

• Staff Governance Standard – ‘Provided with a continuously improving and safe 
working environment’  (NHSiS Staff Governance)  

• NHS Scotland Attendance Policy   
• Health and Safety at Work etc. Act 1974  
• Management of Health and Safety Regulations 1999  
• Health and Safety Executive – www.hse.gov.uk/stress/  
• NHSGJ Alcohol and Substance Misuse Policy  
• NHSGJ Work life Balance Policy 
• NHS Scotland Bullying and Harassment Policy   
• NICE Guidelines – Workplace Health and Promoting mental wellbeing at work  

 
 

https://www.practitionerhealth.nhs.uk/accessing-the-service%20/
https://www.smartsurvey.co.uk/s/NHS_SWSS/
https://www.nhsinform.scot/illnesses-and-conditions/mental-health
https://www.nhsinform.scot/illnesses-and-conditions/mental-health
https://learn.nes.nhs.scot/28063/coronavirus-covid-19/psychosocial-mental-health-and-wellbeing-support
https://learn.nes.nhs.scot/28063/coronavirus-covid-19/psychosocial-mental-health-and-wellbeing-support
https://www.citizensadvice.org.uk/scotland/health/nhs-healthcare-s/mental-health-s/
https://www.citizensadvice.org.uk/scotland/health/nhs-healthcare-s/mental-health-s/
https://www.samh.org.uk/about-mental-health/self-help-and-wellbeing
https://www.samh.org.uk/about-mental-health/self-help-and-wellbeing
https://www.mind.org.uk/information-support/a-z-mental-health/
https://www.mind.org.uk/information-support/a-z-mental-health/
https://www.mentalhealthatwork.org.uk/
https://www.mentalhealth.org.uk/coronavirus/mental-health-tips
https://www.mentalhealth.org.uk/coronavirus/mental-health-tips
https://www.staffgovernance.scot.nhs.uk/what-is-staff-governance/staff-governance-standard/
https://www.staffgovernance.scot.nhs.uk/what-is-staff-governance/staff-governance-standard/
http://www.legislation.gov.uk/ukpga/1974/37/contents
http://www.legislation.gov.uk/ukpga/1974/37/contents
http://www.legislation.gov.uk/uksi/1999/3242/contents/made
http://www.legislation.gov.uk/uksi/1999/3242/contents/made
http://www.hse.gov.uk/stress/
http://www.hse.gov.uk/stress/
http://www.nhsggc.org.uk/working-with-us/hr-connect/policies-and-staff-governance/policies/work-life-balance/
https://workforce.nhs.scot/policies/bullying-and-harassment-policy-overview/
https://www.nice.org.uk/guidance/ph22
https://www.nice.org.uk/guidance/ph22
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APPENDIX 1 - INDIVIDUAL RISK ASSESSMENT 

 
This form should be used by staff and managers to facilitate a discussion about stress 
within the workplace.   
 
Name of Employee:     Job title: 
 
Department:       Manager:   
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It is important that records are kept on work issues affecting your health. Please complete 
this form and return to your line manager. This form is part of the NHSGJ Policy on Stress 
within the Workplace.   
  
Stress Notification - To be completed by the employee 

Do you feel that any of the following work-related issues 

have caused the stress that you are experiencing?   

Please tick any of the following boxes and provide more 

information on the issues.  

Additional information/comments   

Role  

  
• Unsure about job/role  

• Confusion about job role/structures  

• Fear about job security  

• Uncertainty about what is happening 
within dept/organistion 

• Expectation to work long hours  

• Expectation to take work home  

• Job requires conflicting behaviour  

• Unfair allocation of duties  

• Duties out-with remit e.g. 

unacceptable/unachievable target 

times 

• Expanded responsibility  

 

Demands  

  
• Too little time for tasks 

• Inadequate staffing 

• Too little training for job 

 Boring or repetitive work  

 Excessive workloads  

 Too much to do  

 Not enough to do  

 Too much time  

 Unacceptable target times  

 Physical environment not suitable 

  

 

 Control  

  
• Controlling management style  

• Inconsistent management style  

• Not being able to balance the demands 
of work and life outside work  

• Rigid work patterns  

• Shift work  

• Lone work  

• Lack of control over work  

• Lack of accountability for work activities 
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Relationships Poor relationship with:  

• Colleagues  

• Manager  

• Other party (please specify)  

• Confrontational management style  

• Bullying and harassment  

• Not feeling part of the team  

• Lack of team work and respect 

 

Support  

 

Lack of support from:  

• Colleagues  

• Managers  

• Other party (please specify)  

• Culture of blame 

 

 Change  • Uncertainty about what is happening 

• Fears about job security  

• Lack of communication/ consultation  

  

  

Please note here details of any 
other work related issue that is 
causing you stress:  
  

  

  

Are there factors external to 
the workplace that may be 
causing you stress? e.g. 
Personal or family issues  
  

  

  

Have you made any attempts 
to address these concerns 
yourself? If so, please describe 
what action you have taken. 

  

  

What suggestions could you 
make to enable your manager 
to reduce your work related 
stress? 
  

  

  

I can confirm that all work issues have been declared:  

  

Employee                                                                        Date                                                 

To be completed by the Line Manager   
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 Date Notification Form Received      

 Name   

Job Title    

Date of meeting to discuss Stress notification 

with employee  

  

 

 

ACTION PLAN 
 

To be completed by the Line Manager and Employee  

Actions   

  

 Measures to be put in place  Who is responsible 

for ensuring action/ 

measures put in place 

 Target 

date 

  

Role  

  

     

  

Demands  

  

     

  

Control  

  

     

  

Relationships  

  

     

  

Support  

   

     

  

Change  

  

     

Other Work  

Related/ 

External 

Factors  

     

  

Monitor and 
Review  
 

  

Monitoring that will be carried out   

  

Date of 

Review  

  

Role  
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Demands  

  

    

  

Control  

    

  

Relationships  

  

    

  

Support  

   

    

  

Change  

  

    

  

Other Work  

Related/ 

External 

Factors  

    

 Agreed:  

 Employee                   Date       

 Line Manager                 Date      

APPENDIX 2 

 

Work Related Stress - Guidance on Undertaking an Individual Stress Risk 

Assessment 

 
Step 1:  
Where an employee identifies that they are suffering from work related stress (while they are 
at work or if they are absent from work) the line manager should invite the employee to 
complete a Stress Risk Assessment Form. Employees should complete the first part of the 
form as soon as is practicable, identifying the issues that they have and the possible solutions 
that they feel would alleviate their stress. The completed form should be returned to their line 
manager, or other appropriate manager. 
 
Step 2:  
The manager and HR should arrange to meet with the employee on receipt of the Individual 
Stress Risk Assessment Form. The individual should be given the opportunity to be 
accompanied by a work colleague or Trade Union representative for support.  
 
Step 3:  
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The manager and employee should discuss the issues that have been raised by the employee 
and mutually decide on what measures can be put in place to alleviate the stressors identified. 
This should be recorded on the Individual Stress Risk Assessment Form, along with 
monitoring timescales, and signed by both parties. A copy of all Individual Stress Risk 
Assessment should be retained in employees file.     
 
Step 4:  
The manager should arrange to meet with the employee at the monitoring time arranged to 
review the measures identified.  The manager and employee will reflect on the measures that 
have been put in place and make any changes as appropriate. A copy of all updates to 
Individual Stress Risk Assessment should also be retained in employees file.  If necessary, 
the individual should be given the opportunity to be accompanied by a work colleague or 
Trade Union representative for support.  
 

Managers should continue to monitor the employee’s stressors in this way until the 

stress is under control 

 

 

 

 

 

 

 

APPENDIX 3 - STRESS MANAGEMENT PROCESS FLOWCHART 
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Stressors identified as work or non-work 
related

Work related stressors 
identified

Issue stress risk 
assessment for 

completion by staff 
member

Meet with staff member to discuss 
stressors identified within complete 

stress risk assessment.  Identify 
coping mechanisms, actions and 
supportive measures.  Complete 

action plan. 

Staff member satisfied 
that stressors are 

resolved, return to work 
facilitiated

Staff member not satisfied 
that stressors resolved or 
other barriers identified 

preventing return to work

Refer staff member to 
Occupational Health with 

copies of completed stress 
risk assessment and 

action plan

Non work related 
stressors identified

Refer staff member to 
Occupational Health 

Appointment arranged 
with Occupational Health 
and support measures 

recommended


