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NHS Golden Jubilee (NHSGJ) Values Statement  

 

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. 

 

 

 

 

 

 

 

 

 

1 Introduction  
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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.  
 
The NHSGJ Policy on Stress within the Workplace acknowledges that 
stress problems have many causes, including factors within and out with the 
workplace and we recognise 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. 

   
This guidance reiterates our commitment to a health workforce by placing 

value on both physical and mental health.   The Policy on Stress within the 

Workplace provides a framework which encourages staff wellbeing, raise 

awareness of ill health associated with stress, educate staff in techniques 

for coping with pressure and stress as well as raising awareness of the 

support mechanisms for staff and managers. 

 

This guidance supports the Board policy by providing additional information 

on the following areas:  

 Health and Safety Executive (HSE) management standards 

 Psychosocial factors 

 HSE indicator tool for work related stress 

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

  

2 Risk Assessment and Risk Management  
 

2.1 There is no specific legislation in the UK on controlling stress at work.  The 
Health and Safety at Work Act 1974 places a general duty on employers to 
ensure, so far as is reasonably practicable, the health, safety and welfare of 
their employees. Under the Management of Health and Safety Regulations 
1999 employers are obliged to assess the nature and scale of risks to health in 
their workplace (Reg. 3), apply the principles of prevention (Reg. 4) and to 
ensure employees’ capability and provide training (Reg. 13).  
 

2.2 There is pressure in most jobs.  Some pressures can, in fact, be a good thing.  
The challenges at work can keep us motivated and are key to job satisfaction.  
Excessive work pressure and the stress to which it can lead can be harmful to 
individuals and the employer.  
 

2.3 Stress is the adverse reaction people have to excessive pressures or other 
types of demand placed on them. 
 

2.4 Stress can cause: 
 
Physical effects, such as raised heart rate, increased sweating, headache, 
dizziness, blurred vision, muscle aches, skin rashes and a lowering of 
resistance to infection;  

Behavioural effects, such a tendency to drink more alcohol, smoke more, 
overeating and overuse of medication/drugs;  

Emotional effects, such as increased anxiety and irritability, difficulty 
sleeping, poor concentration, low mood, mood swings, fear, anger, 
hopelessness and an inability to deal calmly with everyday tasks and 
situations.  

Prolonged stress can lead to poor physical and mental illness.  

 
2.5 Work-related stress is not an illness, but ill health resulting from stress at work 

must be treated in the same way as ill health due to other physical causes 
present in the workplace.  This means that employers do have a legal duty to 
take reasonable care to ensure that health is not placed at risk through 
excessive and sustained levels of stress, arising for example from the way 
work is organised, the way people deal with each other at their work, or from 
the day-to-day demands placed on their workforce.  
 

2.6 Risk assessment and risk management are essentially part of the health and 
safety responsibilities of managers.  
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2.7 Senior management have an important role to play as practical organisational 
issues must be addressed by them.  

 

2.8 Further information is available in the HSE publications ‘Tackling Work-related 
Stress’ (ISBN 0-7176-2050-6) and Real Solutions, Real People (ISBN 0 7176 
2767 5), and on the HSE website: www.hse.gov.uk.   
 

Guidance has also been produced by trade unions and professional 
associations and by the European Community (Stress at work: causes, effects 
and prevention. A guide for small and medium sized enterprises: ISBN 92-
826-8594-2).  

 

3.  RISK ASSESSMENT  
 

3.1   The process of risk assessment has six key components:  

  

1. Identification of hazards;  

2. Identify who might be harmed and how;  

3. Evaluate the risk from the identified hazards;  

4. Formally record the risk assessment;  

5. Implement further action to reduce risks;  

6. Review and revise the assessment at regular intervals.  

 

Steps (1) through (6) are recurring and describe a cycle of activities, which 
ensure the continuous improvement of occupational health and safety in 
relation to hazards in the workplace. Further information on risk assessment 
is available on the HSE website.  

  

3.2 There is no single way of preventing harmful levels of work-related stress.  
Managers at all levels require to consider the factors noted in the following 
sections and consider these within the context of the ‘culture’ of the 
Partnership or Division, and working practices.  

  

4.  MEASUREMENT OF STRESS  
 

4.1  The measurement of stress should include self-reporting measures which 
focus on the staff member’s perceptions of the demands on them, their 
ability to cope with such demands, their needs and the extent to which they 
are fulfilled by work, the control they have over their work and the support 
they receive in relation to their work.  
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4.2   Self-reports are only part of the information that should be analysed.  Other 
evidence should be sought including:  

a) an audit of the work environment including both its physical and 
psychosocial aspects  

b) evidence of poor housekeeping, incident rates and causes, sickness 
absence rates and causes, and observations of how effectively work is 
performed.  

4.3 Line managers should note specific hazards such as noise and also 
recognise the perceived risk relating to dealing with violent patients and with 
those who may carry blood-borne viruses.  
 

4.4 HSE has categorised aspects of work. These are listed in the following 
table:  

  

Stressful Characteristics of Work  

 

Work Characteristics 

(Demands, Control & Support) 

Conditions Defining Hazard 

Culture    

Poor problem solving environment  

Poor development environment  

Poor communication  

Non-supportive culture  

Poor task environment & lack of 
definition of objectives  

 

Demands  

Capability and capacity of the 
individual  

Work underload  

Physical environment  

Psychological environment  

Work overload 

Control  

Lack of control over work  

Little decision making in work  

Low participation in decision making 

Relationships    

Interpersonal conflict and violence  

Lack of social support 

Social or physical isolation at work  

Poor relationships with superiors or 
colleagues  

Change  

Introduction of new technology  

Introduction of new ways of working  

Restructuring 

Role  

Role insufficiency  Role ambiguity and/or role conflict 
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High responsibility for people 
(including patients) 

Support and training  

Lack of skills/competence 

Lack of support 

Insufficient training 

Home/Work Interface  

Low social or practical support at 
home 

Dual career problems 

Conflicting demands of home and 
work 

   

4.5      Psychosocial characteristics are included in the risk assessment.   As stress 
is closely related to control, it is important to involve employees in the 
assessment from the very beginning.  Employees have expertise on their 
own work situation and work organisation.   

 

4.6  Information on sickness absence, ill-health retiral, backlogs in taking days 
off, changes in productivity and accidents/incidents can be analysed for an 
organisation and each HSCP, Division or Department. This should identify 
areas where action is required.  

  

4.7  Findings from the risk assessment process, using the HSE management 
standards tool, should be recorded and an action plan developed and 
displayed.  

 

5.  RISK MANAGEMENT  
  

5.1  The Health and Safety Executive in liaison with industry has developed a 
number of Management Standards which can be found in Appendix 3.  It is 
important that employers, including the NHS, attempt to achieve these 
standards by demonstrating adequate risk assessment and control 
measures.  

  

6.  PSYCHOSOCIAL FACTORS  
  

6.1      HSE has also suggested a number of ways of reducing stress in an      

organisation. These can be classed under similar headings to those in the 
table above in section 4.4. and can be found in section 8.  

  

6.2  The organisation should ensure that the problem is understood and taken 
seriously; that excessive stress is not seen as a personal problem but an 
issue which managers, staff and the organisation as a whole are committed 
to addressing.  Managers will receive training on the organisational aspects 
of stress as part of their continuing training programme.  
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6.3  There may still be occasions when staff are, or likely to be, affected by 
pressure or   stress.  Training on stress awareness and management 
courses can benefit the individual.  Training is one aspect of the control 
cycle.  

  

6.4  Where problems have developed, line managers should provide support 
and, where necessary, refer the person on for further help. NHSGJ 
Occupational Health Service can provide support to staff who can attend 
voluntarily or as result of a management referral.  Human Resources 
Departments can facilitate and signpost to support available.   

 

7.  HSE MANAGEMENT STANDARDS –ADDITIONAL 

INFORMATION  
 

Demands  
Includes issues like workload, work patterns, and the work environment.  

The standard is that:  

• Employees indicate that they are able to cope with the demands of their 
jobs; 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 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  

• Employees’ 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:  

• 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 their skills;  
• Employees have a say over when breaks can be taken; and  
• Employees are consulted over their work patterns.  
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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 any 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;  

• Employees know how to access the required resources to do their job; and  

• Employees receive regular and constructive feedback.  

  

Relationships  
Includes promoting positive working to avoid conflict and dealing with 
unacceptable behaviour.  
 The standard is that:  

• Employees indicate that they are not subjected 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; and  

• Systems are in place to enable and encourage employees to report 
unacceptable behaviour.  

 

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 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 upon employees are compatible;  



Stress within the workplace- additional guidance                    Page 10 of 18 

 
 

• 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;  

• Employees have access to relevant support during changes.  

 

8.  PSYCHOSOCIAL FACTORS – ADDITIONAL INFORMATION  
  

Culture  
• Communicate regularly with your staff, particularly those working remotely 

and/or from home, and be open and honest about what is happening at 
work and how this may affect them;  

• Adopt partnership approaches in the workplace to encourage staff to work 
with you to tackle work-related stress or any emerging business problems.  
Encourage people to talk to you at an early stage about work-related stress, 
mental health issues, and their concerns about work.  Create an 
environment where these issues do not carry stigma;  

• Try to involve your staff in the planning process so that they understand 
how their work ‘fits in’;  

• Offer internal support.  This could be practical things, like coaching, or it 
could be emotional support, e.g. when personal crises such as illness and 
bereavement, financial worries etc. affect your staff.  

  

Demands  
• Ensure there are sufficient resources to do the work allocated;  

• if there are insufficient resources, seek guidance from management about 
priorities;  
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• support your staff by helping them prioritise, or renegotiate deadlines;  

• cover workloads during staff absences;  

• If people are under loaded, think about giving them more responsibility, but 
make sure they have been adequately trained;  

• Strike a balance between ensuring that employees are interested and busy, 
but not under loaded, overloaded, or confused about the job;  

• Train staff so they are able to do their jobs;  
• Encourage staff to talk to you at an early stage if they feel they cannot cope  
• Talk to your team regularly about what needs to be done, because this can;  

• Help you understand the challenges the team are currently facing and any 
pressures they are under;  

• Find ways of sharing out the work sensibly and agreeing the way forward 
with the team;  

• Gain team cohesion and commitment to the work you have planned – if the 
whole team is aware of what needs to be done and by when, they are likely 
to be more responsive to you.  Allocating more work to a stretched team 
without explanation is not helpful;  

• Ensure shift work systems are agreed with staff and that the shifts are fair in 
terms of workload;  

• Gain understanding and commitment to unplanned tight deadlines and any 
exceptional need for long hours;  

• Help you manage any unexpected absences or losses to the team – 
everyone knows the key stages of the project and what each other’s role is;  

• Lead by example;  
• Assess the risk of physical violence and verbal abuse and take appropriate 

steps to deal with it.  

Control  
• Give more control to staff by enabling them to plan their own work where 

possible, make decisions about how that work should be completed and how 
problems should be tackled;  

• Enrich jobs by ensuring that staff are able to use various skills to get tasks 
completed, and that staff can understand how their work fits in with the 
wider aims of the organisation;  

• Only monitor employees’ output if this is essential.  Regular meetings with 
staff could be arranged to see how things are going.  At these meetings 
managers could provide advice and support where necessary, and ensure 
that staff are coping;  

• A supportive environment is crucial.  Staff need to know that managers will 
support them, even if things go wrong or if they find that they are unable to 
cope with added pressures.  

 

Relationships  
• Work in partnership with staff to ensure that bullying and harassment never 

emerge as an issue.  One way of doing this is by having procedures in 
place, such as conduct and grievance procedures, to deal with instances of 
unacceptable behaviour;  
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• In consultation with staff and trade unions, draw up effective policies to 
reduce or eliminate harassment and bullying;  

• Communicate the policies and make it clear that senior management fully 
supports them;  

• Communicate the consequences of breaching the policies;  
• Create a culture where members of the team trust each other and can be 

themselves while they are at work;  
• Encourage your staff to recognise the individual contributions of other team 

members and the benefits of the whole team pulling together.  

 

 Change  
• Explain what the organisation wants to achieve and why it is essential that the 

change takes place – explain the timetable for action and what the first steps 
are going to be.  Talk about what the change will mean in terms of day-to-day 
activity and discuss whether there are any new training needs;  

• Communicate new developments quickly to avoid the spread of rumours in 
the organisation.  If the organisation is planning a major change your staff 
are likely to be discussing job security, whether they will need to relocate, 
and whether their terms and conditions will change;  

• Face-to-face communication is generally best so that people have the 
opportunity to ask questions and say what they feel, but any means, e.g. 
paper or electronic, would be helpful;  

• Have an ‘open door’ policy where staff can talk to you about their concerns 
or any suggestions they have for improving the way the change is 
managed;  

• Give staff the opportunity to comment and ask questions before, during, and 
after the change;  

• Involve staff in discussions about how jobs might be developed and 
changed and in generating ways of solving problems;  

• Supporting your staff is crucial during a change;  
• After the change, think about revising work objectives to avoid role conflict 

and role ambiguity which can cause work-related stress;  

 

Role  
• Make sure your staff have a clearly defined role, e.g. through a personal 

work plan which enables them to understand exactly what their roles and 
responsibilities are;  

• Encourage your staff to talk to you at an early stage if they are not clear 
about priorities or the nature of the task to be undertaken;  

• Talk to all your staff regularly to make sure that they are completely clear 
about the current job, what it entails, what you expect of them and what they 
can expect from you;  

• Make sure that new members of staff receive a comprehensive induction to 
your organisation;  

• If your organisation has gone through change, check with members of your 
team to make sure they understand their new roles and are comfortable 
with them.  
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Support and Training  
• Give support and encouragement to staff, even when things go wrong;  
• Listen to your staff and agree a course of action for tackling any problems – 

it is important for staff to feel that the contribution they make at work is 
valued;  

• Involve your staff – they need to ‘do their bit’ to identify problems and work 
towards agreed solutions;  

• Encourage staff to share their concerns about work-related stress at an 
early stage;  

• Provide your staff with suitable and sufficient training to do their jobs;  
• Give new staff a proper induction into the department and organisation;  
• Take into account that people’s skills and the way they approach the work 

will differ;  
• Value diversity – don’t discriminate against people on grounds of race, sex 

or disability, or any other reason  
• Encourage a healthy work-life balance;  
• Encourage staff take their annual leave spread throughout the year to 

capture entitlement and time away from the wokrplace. 

 

9    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/  

 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 

  
• Staff Governance Standard – ‘Provided with a continuously improving and 

safe working environment’  (NHSiS Staff Governance)  
• NHS Scotland Attendance Policy   

https://breathingspace.scot/
https://www.breathingspace.scot/living-life/
https://www.nationalwellbeinghub.scot/resource/coping-and-self-care/
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.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.staffgovernance.scot.nhs.uk/what-is-staff-governance/staff-governance-standard/
https://www.staffgovernance.scot.nhs.uk/what-is-staff-governance/staff-governance-standard/
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• 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  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX 1 

 

HSE Management Standards Indicator Tool  

It is recognised that working conditions affect staff wellbeing.  Staff may find the 

questions below helpful to determine the working conditions now and enable us to 

monitor future improvements.  The following tool can be completed to help 

determine and reflect your work in the last 6 months.  

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

1. I am clear what is expected of me 
at work  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

2. I can decide when to take a break  
 

     

 Never Seldom Sometimes Often Always 

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
https://www.nice.org.uk/guidance/ph22
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5 4 3 2 1 

3. Different groups at work demand 
things from me that are hard to 
combine 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

4. I know how to go about getting my 
job done 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

5. I am subject to personal 
harassment in the form unkind 
words or behaviour  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

6. I have unachievable deadlines 
 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

7. If work gets difficult, my colleagues 
will help me 
 

 

 

    

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

8. I am given supportive feedback on 
the work I do 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

9. I have to work very intensively  
 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

10. I have a say in my own work 
speed 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

11. I am clear what my duties and 
responsibilities are 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

12. I have to neglect some tasks 
because I have too much to do  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

13. I am clear about the goals and 
objectives for my department  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 
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14. There is friction or anger  
between colleagues 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

15. I have a choice in deciding how I 
do my work  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

16. I am unable to take sufficient 
breaks 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

17. I understand how my work fits 
into the overall aim if the 
organisation  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

18. I am pressured to work long 
hours 

 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

19. I have a choice in deciding what I 
do at work  

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

20. I have to work very fast  
 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

21. I am subject to bullying at work  
 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

22. I have unrealistic time pressures  
 

     

 Never 

5 

Seldom 

4 

Sometimes 

3 

Often 

2 

Always 

1 

23. I can rely on my line manager to 
help me out with a work problem  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

24. I get help and support I need from 
colleagues  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 
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25. I have some say over the way I 
work  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

26. I have sufficient opportunities to 
question managers about change 
at work 

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

27. I receive the respect at work I 
deserve from my colleagues 

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

28. Staff are always consulted about 
change at work  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

29. I can talk to my line manager 
about something that has upset 
or annoyed me about work  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

30. My working time can be flexible  
 

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

31. My colleagues are willing to listen 
to my work-related problems  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

32. When changes are made at work, 
I am clear how they will work out 
in practice 

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

33. I am supported through 
emotionally demanding work  

     

 Strongly 

Disagree 

1 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 

5 

34. Relationships at work are 
strained 

     

 Strongly 

Disagree 

Disagree 

2 

Neutral 

3 

Agree 

4 

Strongly 

Agree 



Stress within the workplace- additional guidance                    Page 18 of 18 

 
 

1 5 

35. My line manager encourages me 
at work  

     

 


