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Target Audience

Brief Description

Governing Body members, committee members and all
staff working for, or on behalf of, Kingston and Richmond
CCGs.
There is increasing evidence that work-related stress is on
the rise. This has been identified through various studies and
surveys. There are significant moral, financial and quality
reasons for minimising stress in the workplace. Failure to
identify and address the causes of stress can be costly, both
for the individual and the organisation.
This policy sets out how to identify and manage the
underlying causes of stress within the organisation. By
acknowledging that any employee may experience stress
and that seeking help and support is not an admission of
weakness, and by providing management and staff with the
necessary resources, skills and support to identify, assess
and manage the risks arising from organisational stressors it
is hoped that levels of stress within the organisation are
managed. Employees who report stress will be encouraged
to take an active involvement in addressing its causes and to
seek help from other professionals.
These aims will be met by implementing the management
standards developed by the Health and Safety Executive
(HSE) to support a reduction in the levels of workplace
stress.

Action Required

Following approval at Executive Management Team (EMT)
on behalf of Kingston and Richmond CCGs Governing
Body, the director of corporate affairs will ensure that the
requirements of this policy are raised at all team meetings,
and that the policy is made available to all staff on Staff
Stuff.
All managers will be required to read and acknowledge the
policy.
The corporate business manager will maintain details on the
corporate policies register.
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Comments

Stress Management Policy/Version 1 (SMP/112/2016)
Final

Vicki Harvey-Piper, Director of Corporate Affairs &
Governance
Post Vicki Harvey-Piper, Director of Corporate Affairs &
Governance
November 2018
Kingston and Richmond CCGs
November 2018
November 2020
Vicki Harvey-Piper, Director of Corporate Affairs &
Governance

Stakeholders engaged in
development or review (if
relevant)
Equality Analysis

Distributed to all staff during consultation phase.

Equality Analysis
This document has been assessed for equality impact
on the protected groups, as set out in the Equality Act
2010. This document demonstrates Richmond and
Kingston CCGs commitment to create a positive culture
of respect for all individuals, including staff, patients,
their families and carers as well as community partners.
The intention is, as required by the Equality Act 2010, to
identify, remove or minimise discriminatory practice in
the nine named protected characteristics of age,
disability, sex, gender reassignment, pregnancy and
maternity, race, sexual orientation, religion or belief, and
marriage and civil partnership. It is also intended to use
the Human Rights Act 1998 and to promote positive
practice and value the diversity of all individuals and
communities.

Glossary
Term
Accountable
Executive
Policy Owner
Document definitions

Definition
CCG Executive accountable for development,
implementation and review of the policy
Post holder responsible for the development,
implementation and review of the policy
These are provided in Section 1
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1. Introduction
Work-related stress is defined by the Health and Safety Executive (HSE) as:
“The adverse reaction people have to excessive pressures or other types of
demand placed on them at work.” (HSE 2014)

2. Rationale
There are significant moral, financial and quality reasons for minimising stress in the
workplace and there is increasing evidence that work-related stress is on the rise.
This has been identified through various studies and surveys. For example:
• In 2013, the Chartered Institute of Personnel and Development (CIPD), found
that stress is the most important reason behind long-term sickness absence.
• The 2017/18 Labour Force Survey found rates of work related ill-health due
to stress, depression or anxiety are more prevalent in public service
industries, including health and social care. (HSE 2018). (HSE
• The annual NHS Staff Survey reported around one third of staff feel that they
have suffered from workplace stress in the past 12 months.
15.4 million working days were lost due to work-related stress, depression or anxiety
in2017/181.
The law requires employers to tackle stress - employers have duties:
• Under the Management of Health and Safety at Work Regulations
1999:
- To assess the risk of stress-related ill health arising from work activities.
• Under the Health and Safety at Work Act 1974: - To take
measures to control that risk.
The HSE expects organisations to carry out a suitable and sufficient risk assessment
for stress, and to take action to tackle any problems identified by that risk
assessment.

3. Aims / objectives
This policy sets out how to identify and manage the underlying causes of stress
within the organisation. By acknowledging that any employee may experience
stress and that seeking help and support is not an admission of weakness, and by
providing management and staff with the necessary resources, skills and support to
identify, assess and manage the risks arising from organisational stressors it is
hoped that levels of stress within both organisations are managed. Employees who
report stress will be encouraged to take an active involvement in addressing its
causes and to seek help from other professionals.

1

Labour Force Survey 2017/18 http://www.hse.gov.uk/statistics/causdis/stress.pdf
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These aims will be met by implementing the management standards developed by
the Health and Safety Executive (HSE) to support a reduction in the levels of
workplace stress.

4. Policy statement
Richmond CCG and Kingston CCG are signed up to the NHS Employers Guidance on
prevention and management of stress at work (2014), and will adhere to the HSE
Management Standards for work related stress
•
•
•
•
•

The CCGs will identify all workplace stressors and conduct risk assessments to
eliminate stress or control the risks from stress. These risk assessments will be
regularly reviewed.
The CCGs will consult with staff side representative/s on all proposed action
relating to the prevention of workplace stress.
The CCGs will provide training for all managers and supervisory staff in good
management practices.
The CCGs will provide confidential counselling for staff affected by stress caused
by either work or external factors.
The CCGs will provide adequate resources to enable managers to implement the
stress management strategy.

5. Scope
This policy applies to all staff employed by Kingston and Richmond CCGs.

6. HSE management standards for work related stress
The Management Standards define the characteristics, or culture, of an
organisation where the risks from work related stress are being effectively managed
and controlled.
The Management Standards cover six key areas of work design that, if not properly
managed, are associated with poor health and wellbeing, lower productivity and
increased sickness absence. In other words, the six Management Standards cover
the primary sources of stress at work. These are:
1. Demands – this includes issues such as workload, work patterns and the work
environment.
2. Control – how much say the person has in the way they do their work.
3. Support – this includes the encouragement, sponsorship and resources
provided by the organisation, line management and colleagues.
4. Relationships – this includes promoting positive working to avoid conflict and
dealing with unacceptable behaviour.
5. Role – whether people understand their role within the organisation and
whether the organisation ensures that they do not have conflicting roles.
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6. Change – how organisational change (large or small) is managed and
communicated in the organisation.
The Management Standards represent a set of conditions that, if present, reflect a
high level of health well-being and organisational performance.
The Management Standards:
• demonstrate good practice through a step by step risk assessment approach;
• allow assessment of the current situation using surveys and other techniques;
• promote active discussion and working in partnership with employees to help
decide on practical improvements that can be made;
• help simplify risk assessment for work related stress by: identifying the main
risk factors for work related stress;
• helping employers focus on the underlying causes and their prevention; and
• providing a yardstick by which organisations can gauge their performance in
tackling the key causes of stress.
These standards are set out in more detail in Appendix 2
Process for identifying stress
Kingston and Richmond CCGs will ensure that there is an effective way for identifying
where stress is likely to occur. This will be achieved through:
• analysis of the annual staff survey
• training managers to recognise the symptoms of stress and to analyse their
management style using
• encouraging staff to using the HSE Indicator tool. This is an online audit tool
comprising 35 questions

7. Responsibilities
7.1 Managers
• Conduct and implement recommendations of risks assessments within their
jurisdiction.
• Ensure good communication between management and staff, particularly where
there are organisational and procedural changes.
• Ensure staff are fully trained to discharge their duties.
• Ensure staff are provided with meaningful developmental opportunities.
• Monitor workloads to ensure that people are not overloaded.
• Monitor working hours and overtime to ensure that staff are not overworking.
• Monitor holidays to ensure that staff are taking their full entitlement.
Attend training as requested in good management practice and health and safety.
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•
•
•
•

•

•

Ensure that bullying and harassment is not tolerated within their jurisdiction.
Be vigilant and offer additional support to a member of staff who is
experiencing stress outside work e.g. bereavement or separation
Ensure their staff are aware of this policy and that this information is given to
all new staff on induction.
Ensure that a stress return to work questionnaire is completed for any staff
member returning to work following a stress related absence (see Appendix
3).
Put an action plan in place to mitigate any work-related stressors identified.
NOTE: if the employee is not comfortable discussing this with their line
manager directly they should be offered the opportunity to complete the
questionnaire with a third party – e.g. HR representative or another manager.
Monitor and review the effectiveness of any action plan to reduce stress.

7.2 Occupational health staff
• Provide specialist advice on stress.
• Support managers in implementing stress risk assessments.
• Support individuals who have been off sick with stress, advising them and
their line manager on a planned return to work.
7.3 Human resources
• Give guidance to managers on the stress policy.
• Help monitor the effectiveness of measures to address stress by collating
sickness absence statistics.
• Highlight sources of support for managers and employees such as
occupational health and the employee assistance programme
•
7.4 Staff
• To be aware of this policy
• To manage their workload and take appropriate breaks.
• To raise issues of concern with their line manager (if staff feel uncomfortable
raising issues with their line manager they may choose to talk to their staff
side representative, occupational health or another manager instead).
• To complete a stress return to work questionnaire following a stress related
absence, and agree an action plan to mitigate work related stressors. NB:
This form may also be used proactively to discuss work related stress.
• Engage fully with any agreed action plans.
• Use opportunities for staff support when recommended.
7.5 Staff side representatives
• Be meaningfully consulted on any changes to work practices or work design
that could precipitate stress.
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•
•
•

Be able to consult with members on the issue of stress including conducting
any workplace surveys.
Be allowed access to collective and anonymous data from HR relating to
stress.
Representatives should be provided with paid time away from normal duties
to attend any Trade Union training relating to workplace stress.

8. Training & awareness
All staff with line management responsibility should complete the HSE Line
Manager Competency Indicator Tool2

9.

Implementation
This policy will be available for staff to access on Staff Stuff.
The implementation and operation of the policy shall be monitored on behalf of the
CCG by the Executive Management Team (EMT)
EMT will review and recommend any actions arising from:
• Quarterly workforce reports on absence data
• Annual staff survey results
• Any other reports, audits or surveys concerned with stress management

10.

Audit and review
The Director of Corporate Affairs & Governance is responsible for ensuring that this
policy is reviewed and updated in line with the identified review date, or sooner if
there are significant changes in legislation or guidance.

2

http://www.hse.gov.uk/stress/mcit.htm
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11.

Appendices

Appendix 1: Signs of stress
Stress can manifest in individuals in many ways including physical symptoms, changes in normal
behaviour and emotional symptoms. These symptoms can develop into health conditions including
depression and anxiety, heart disease and irritable bowel syndrome.
Two people can be subject to the exact same experience and have very different physical
responses.
Examples of stress symptoms
Physical symptoms
• palpitations
• raised blood pressure
• tightness of chest/chest pains
• headaches
• abdominal cramps
• nausea
• sleep disturbance/tiredness • aching and tense muscles/neck and backache.
Behavioural symptoms
• becoming withdrawn and not wanting to socialise
• increased alcohol, nicotine or drug intake
• under-eat or over-eat
• become accident prone
• become impatient, aggressive or compulsive
• working longer hours – not taking breaks • no longer having time for leisure activities.
Emotional symptoms
• irritability
• anger
• negative thoughts
• restlessness
• increased anxiety
• increased alertness
• unnecessary guilt
• panic
• mood swings
• tearful
• loss of motivation.
Stress can also manifest in groups. This is particularly important to note with NHS working
environments as stress within teams can impact on the delivery of quality care.
Examples of signs of stress in a group
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Physical symptoms
• poor performance
• increased workplace disputes within group
• increased grievances and complaints • increased sickness absence
• increased staff turnover.

Policy title: Stress Management Policy
Date approved: October 2018
Date for review: October 2020
Page 12 of 20

Appendix 2: HSE Management Standards for work related stress
Area
Demands: Includes issues such
as workload, work patterns, and
the work environment.

Standards
State to be achieved
employees indicate that they are able to cope the organisation provides employees with adequate and
with the demands of their jobs; and
achievable demands in relation to the agreed hours of work;
systems are in place locally to respond to any people's skills and abilities are matched to the job demands;
individual concerns.
jobs are designed to be within the capabilities of employees;
and
employees' concerns about their work environment are
addressed

Control: How much say the
employees indicate that they are able to have
person has in the way they do their a say about the way they do their work; and
work.
systems are in place locally to respond to any
individual concerns.

where possible, employees have control over their pace of
work;
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.

Support:
Includes
the
encouragement, sponsorship and
resources
provided
by
the
organisation, line management and
colleagues.

employees indicate that they receive adequate the organisation has policies and procedures to adequately
information and support from their colleagues support employees;
and superiors; and
systems are in place locally to respond to any systems are in place to enable and encourage managers to
individual concerns
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.

employees indicate that they are not subjected the organisation promotes positive behaviours at work to
to unacceptable behaviours, e.g. bullying at
avoid conflict and ensure fairness;
work; and
systems are in place locally to respond to any employees share information relevant to their work;
individual concerns.
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.

Change: How organisational
change (large or small) is

employees indicate that they understand their the organisation ensures that, as far as possible, the different
role and responsibilities; and
requirements it places upon employees are compatible;
systems are in place locally to respond to any the organisation provides information to enable employees to
individual concerns.
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.
employees indicate that the organisation
the organisation provides employees with timely information
engages them frequently when undergoing an to enable them to understand the reasons for proposed
organisational change; and
changes;

Policy title: Stress Management Policy
Date approved: October 2018
Date for review: October 2020
Page 13 of 20

managed and communicated in
the organisation.

systems are in place locally to respond to any the organisation ensures adequate employee consultation on
individual concerns.
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; and
employees have access to relevant support during changes.
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Appendix 3: HSE Return to work questionnaire
Cause of
stress

Question

Demands

Did different people at work demand
things from you that were hard to
combine?
Did you have unachievable deadlines?
Did you have to work very intensively?
Did you have to neglect some tasks
because you had too much to do?
Were you unable to take sufficient
breaks?
Did you feel pressured to work long
hours?
Did you feel you had to work very fast?
Did you have unrealistic time pressures?

Control

Could you decide when to take a break?

Support
(Manager)

Did you feel you had a say in your work
speed?
Did you feel you had a choice in deciding
how you did your work?
Did you feel you had a choice in deciding
what you did at work?
Did you feel you had some say over the
way you did your work?
Did you feel your time could be flexible?
Did your manager give you enough
supportive feedback on the work you did?

Support
(Peers)

Did you feel you could rely on your
manager to help you with a work
problem?
Did you feel you could talk to your
manager about something that upset or
annoyed you at work?
Did you feel your manager supported
you through any emotionally demanding
work?
Did you feel your manager encouraged
you enough at work?
Did you feel your colleagues would help
you if work became difficult?
Did you get the help and support you
needed from your colleagues?
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Was it a problem for you?
Use this space to detail
what the problem was. If it
was not a problem leave it
blank

What can be done
about it? Can we
make any
adjustments?

Did you get the respect at work you
deserved from your colleagues?
Were your colleagues willing to listen to
your work-related problems?
Relationships Were you personally harassed, in the
form of unkind words or behaviour?
Did you feel there was friction or anger
between colleagues?
Were you bullied at work?
Were relationships strained at work?
Role
Were you clear about what was
expected of you at work?
Did you know how to go about getting
your job done?
Were you clear about what your duties
and responsibilities were?
Were you clear about the goals and
objectives for this department?
Did you understand how your work fits
into the overall aim of the organisation?
Change
Did you have enough opportunities to
question managers about change at
work?
Did you feel consulted about change at
work?
When changes were made at work,
were you clear about how they would
work out in practice?
Other issues Is there anything else that was a source
of stress for you, at work or at home,
that may have contributed to you going
off work with work-related stress?

Factors outside work
This list of questions on return to work has mainly focused on factors at work. However, there may
be factors outside work, for example in your family life, which may have contributed to or added to
the pressures at work. These may have made it harder to cope with demands at work that you
would normally be able to cope with.
You may want to share these issues with your manager – they may be able to help at work and
make adjustments, for example, being more flexible with working hours or just being sympathetic
to the pressures you are under.
If you do not feel happy telling your manager about these things, is there anyone else you can turn
to, for example, your human resources department or employee assistance programmes at work?

Policy title: Stress Management Policy
Date approved: October 2018
Date for review: October 2020

Page 16 of 20

You may also like to look at the links at http://www.hse.gov.uk/stress/links.htm on the HSE Stress
website
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Appendix 4 – Useful contacts

NEL Human Resources
Sarah Patmore: 07824 539 168 or sarah.patmore@nhs.net
Daniel Ordu: 020 3039 0984 or 07825 521 789 or Daniel.ordu@nhs.net

Occupational Health Services
Provided by Epsom & St. Helier Occupational Health Services
Tel: 020 8296 2255 / 020 8296 2678

Employee Assistance Programme
The employee assistance programme for staff at Kingston and Richmond CCGs provides
a Freephone helpline service available 24 hours a day, seven days a week. It offers
confidential access to emotional and practical support, including legal and financial
advice.
Online: www.my-eap.com Login: CSUwell
Telephone: 0800 1116 387 (quote: NELCSU)
For Manager Support: 0800 1116 385 (9am - 6pm Mon- Fri) (quote: NELCSU)
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Appendix 4: Equality Impact Analysis
Policy
Stress Management Policy
Date of Analysis
12th November 2016
Completed by
Jill Pearse
What are the aims and This policy sets out how to identify and manage the underlying intended
effects of the Policy causes of stress within the organisation. By acknowledging that any employee
may experience stress and that seeking help and support is not an admission of weakness, and by
providing management and staff with the necessary resources, skills and support to identify, assess
and manage the risks arising from organisational stressors it is hoped that levels of stress within
the organisation are managed.

Who does the policy affect?

This policy applies to all staff working for, or on behalf of
Kingston and Richmond CCGs.

Equality Impact Analysis: Screening
This policy applies to all staff equally regardless of any protected characteristics. However it is
recognised that many of the protected groups may be more susceptible to stress and having a
stress management policy is therefore likely to have a positive impact overall.

Characteristic

Race/ethnicity

3

Could this policy Could this policy Comments
have a positive have a negative
impact based on impact based on
Yes
X

No

Yes

No
X

Age

X

X

Disability

X

X

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3971942/
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The Bristol Stress and Health at Work Study
showed that 30% of the non-White group
reported very high, or extremely high, levels of
stress at work compared to 18% of white workers.
The risk of depression increased with increasing
age. The percentage of subjects aged 51–64 years
suffering from mild depression was significantly
greater than that in subjects aged 24–35 years3
In the national NHS staff survey, 53% of disabled
and 35% of non-disabled staff reported suffering
work related stress.

Gender

X

X

Women who work full-time and have children
under the age of 13 report the greatest stress
worldwide4

Gender
reassignment

X

X

Pregnancy and
5
Maternity

X

X

Marital Status

X

X

Trans Mental Health and Emotional Wellbeing
Study 20125 showed high levels of stress in this
group
Work that is stressful, physically, psychologically,
or both, has deleterious effects on pregnancy.
Stressful work increases the risks of miscarriage,
preterm labor, preterm birth, low birth weight,
and preeclampsia6
The highest rates of mild depression were found
in widowed (47%) and divorced (28%) subjects,
and the highest rates of moderate depression
were found in divorced subjects (7%), followed by
married (3%) and single (3%) subjects7.
New psychological research suggests that
employees with high levels of religiosity feel
better and are more likely to report that their
lives have meaning8.
Homosexual people tend to experience more
mental health problems than heterosexual
people9

Religion or
Belief

Sexual
orientation

X

X

4

X

https://www.depression-anxiety-stress-test.org/stress/who-suffers-from-stress.html
http://www.gires.org.uk/assets/Medpro-Assets/trans_mh_study.pdf
6
https://www.ncbi.nlm.nih.gov/pubmed/22828109
7
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3971942/
8
https://www.sciencedaily.com/releases/2014/01/140109003911.htm
9
http://psychcentral.com/lib/higher-risk-of-mental-health-problems-for-homosexuals/
5

Policy title: Stress Management Policy
Date approved: October 2018
Date for review: October 2020

Page 20 of 20

