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Each Year in the UK: 
• About 1 in 7 people say that they find their work either very or extremely 

stressful. 
• Half a million people experience work-related stress at a level they believed 

was making them ill. 
• Depression and anxiety are the most common stress-related complaints seen 

by GPs, affecting 20% of the working population. 
• When stress leads to absence, the average length of sick leave is 30.1 days 

(much higher than the 21.2 day average length of sick leave ).  
• Nearly 11 million working days were lost to stress, depression and anxiety. 
[Source HSG 218 (HSE 2007)] 

STRESS DEFINITION 

Stress is the adverse reaction 
people have to excessive pressures 
or other types of demand placed on 
them. There is a clear distinction 
between pressure, which can create 
a ‘buzz’ and be a motivating factor, 
and stress, which can occur when 
this pressure becomes excessive. 

Workplace stress can cause short and 
long term health effects including: 
• Anxiety. 
• Depression. 
• Loss of sleep. 
• High blood pressure. 
• Heart problems. 

EFFECTS OF STRESS?  WHY MANAGE THE CAUSES OF STRESS?  

• Employee commitment to work.  
• Staff performance and productivity. 
• Accidents caused by human error. 
• Staff turnover and intention to leave.  
• Attendance levels. 

 

• Staff recruitment and retention. 
• Customer satisfaction. 
• Organisational image and reputation. 
• Potential litigation. 

Research has shown work-related stress to have adverse effects in relation to: 

CAUSES  

• Achievable demands related to agreed hours of work. 
• Match peoples skills and abilities to the job. 
• Jobs designed within capabilities of employees. 
• Address employee’s concerns about their work 

environment. 
 

• Where possible, 
employees to have control 
over pace of work. 

• Employees encouraged to 
use initiative and skills. 

• Employees encouraged to 
develop new skills to 
undertake new work. 

• Employees have a say over 
when breaks are taken 
and are consulted over 
work patterns. 

 

• Policies and procedures in place to adequately support 
employees. 

• Systems in place to encourage managers to support 
their staff. 

• Systems in place to encourage employees to support 
their colleagues. 

• Employees know what support is available. 
• Employees receive regular and constructive feedback. 
 

• Organisation promotes positive behaviours at work to avoid 
conflict and ensure fairness. 

• Employees share information relative to their work. 
• Procedures to prevent or resolve unacceptable behaviour. 
• Systems to enable and encourage managers to deal with 

unacceptable behaviour.  
• Systems in place for reporting of unacceptable behaviour. 
 

• The organisation ensures (so far 
as possible) the different 
requirements placed on 
employees are compatible. 

• Provide information to enable 
employees to understand their 
role and responsibilities. 

• Ensure requirements placed on 
employees are clear. 

• Systems in place to enable 
employees to raise concerns 
about uncertainties of conflicts of 
role and responsibilities. 

 

• Provide timely information to employees. 
• Ensure adequate employee consultation. 
• Employees are made aware of possible impact 

of changes on their jobs and if necessary 
additional training is given. 

• Employees are aware of timetables for change. 
• Employees have access to adequate support. 
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AND MANAGEMENT  OF WORK-RELATED STRESS  
‘Good management is the key to managing 
the causes of work-related stress’ 
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