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Example Employee Stress Risk Assessment Template


Issue: 2					Date:  September 2025					Review Date:  September 2027
	
Introduction

This example/template employee stress risk assessment has been developed to assist managers to undertake a stress management risk assessment to safeguard employees from stress-related harm.    

The hazards in the example / template follow the six Stress Management Standards set out by the Health and Safety Executive (HSE).  The example control measures are not exhaustive, and managers will need to amend the risk assessment to reflect the circumstances and controls applicable to support the employee.

Managers should also familiarise themselves with the Council’s HS19 Workplace Stress Policy. 


Record Keeping

Individual employee stress risk assessments should be monitored, reviewed and updated as necessary.  In essence the assessment shall be fluid to identify, prevent and reduce work stressors and to ensure the control measures remain effective in the short and long term for the employee’ wellbeing whilst at work.  

A copy of the employee stress risk assessment should be discussed with the employee, and a copy should be kept on the employees’ personal file.  










	
RA Ref: if applicable

	Service Area / Employee Stress Risk Assessment (September 2025)
	
Form RA/03S

	Assessment Date:
	
	Service Area / Employee Name: 
	Assessor(s):

	Review Date:
	
	
	

	Stress Factors:
	Potential Effects
	Current Control Measures
	Additional Controls/Support Required
	Manager /
Agreed Date or Timescale

	Demands

Includes workload, work patterns and the work environment.

	Employees may feel unable to cope with the demands of their work.



	· Reasonable and achievable demands are agreed in relation to work.
· Performance Review process used to identify strengths and development needs and action plan developed to reflect individual requirements.
· Agile/flexible working arrangements to support the employee.
· Work is designed to be within employees’ capabilities.


· 
	· Monitor and review 
· Ensure systems are in place locally to respond to any individual concerns
· Encourage individuals to raise and discuss any concerns at an early stage
· Address concerns so that a mutually agreeable outcome is achieved, as and where practicable, taking into consideration the needs of the service
· Monitor and review workload, deadlines, working practices, and adjust where necessary and practicable.

	Line Manager

As soon as is reasonably practicable

	Control

How much say a person has in the way they do their work. 

	Employees who have no control over the way they do their work may feel more pressured than those who do.


	· Where possible, employees have control over their pace of work.
· Employees are encouraged to use their skills and initiative to do their work.
· Employees have agile/flexible working arrangements (where possible)
· Employees are consulted on work patterns/rotas etc.
· Employees are encouraged to develop new skills (Performance Review).







	· Ensure systems are in place locally to respond to any individual concerns
· Encourage individuals to raise and discuss any concerns at an early stage
· Address concerns so that a mutually agreeable outcome is achieved, as and where practicable, taking into consideration the needs of the service
· Consider if further support / training is required
· Remind employees of the available wellbeing support offered by the Council
· Monitor and review and adjust where necessary and practicable

	Line Manager

As soon as is reasonably practicable

	Support

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


	Employees may feel isolated and alone with little or inadequate information. 



	· Employees receive adequate information and support from the Council, their Manager and Colleagues:
· Regular Team Meetings
· Supervision/one to one sessions
· Personal Development Plan
· Business Plan
· Team Plan
· Work Plan
· Suitable Management structure in place



	· Ensure systems are in place locally to respond to any individual concerns
· Encourage individuals to raise and discuss any concerns at an early stage
· Ascertain the type of support an employee requires and discuss how this can be best applied where practicable
· Consider if further support / training is required
· Remind employees of the available wellbeing support offered by the Council
· Monitor and review and adjust where necessary and practicable

	Line Manager

As soon as is reasonably practicable

	Role

Whether people understand their role within the organisation and whether the organisation ensures that they do not have conflicting roles.
	Employees may be unclear about their role and how they fit into the ‘bigger picture’




	· Information is provided to enable employees to understand their role e.g.:
· Induction
· Corporate Welcome
· Community Plan
· Business Plan
· Team Plan
· Work Plan
· Personal Development Plan
· Clearly define and up to date job description in place:


	· Ensure systems are in place locally to respond to any individual concerns
· Encourage individuals to raise and discuss any concerns at an early stage
· Encourage individuals to raise and discuss concerns at one to one and team meetings
· Address concerns so that a mutually agreeable outcome is achieved, as and where practicable, taking into consideration the needs of the service
· Consider if further support / training is required
· Remind employees of the available wellbeing support offered by the Council
· Monitor and review and adjust where necessary and practicable

	Line Manager

As soon as is reasonably practicable

	Change

How organisational change (large or small) is managed and communicated in the organisation. 


	Employees feel ‘kept in the dark’ about change and are unsure about the implications



	· Employees and their Reps are consulted as early as possible in the change process and regularly throughout
· Employees are provided with timely, accurate and authoritative information throughout change process
· Employees are made aware of likely impacts from proposed change and have opportunity to discuss
· Policies in place to help manage change and the effects of, e.g.: Redeployment etc.


	· Ensure systems are in place locally to respond to any individual concerns
· Encourage individuals to raise and discuss any concerns at an early stage
· Encourage individuals to raise and discuss concerns at one to one and team meetings
· Review team objectives and priorities of after change has taken place
· Address concerns so that a mutually agreeable outcome is achieved, as and where practicable, taking into consideration the needs of the service
· Consider if further support / training is required
· Remind employees of the available wellbeing support offered by the Council
· Monitor and review and adjust where necessary and practicable

	Line Manager

As soon as is reasonably practicable

	Relationships

Promoting positive working to avoid conflict and dealing with unacceptable behaviour. 

	Employees may be subject to unacceptable behaviour, for example, bullying and harassment



	· Relevant policies in place including Bullying and harassment policies in place, Dignity at Work, Equality and Diversity, Grievance
· Employees encouraged to report any unacceptable behaviour
· Systems in place for managers to be able to deal with instances of unacceptable behaviour
· Better Work Life Review



	· Ensure systems are in place locally to respond to any individual concerns
· Encourage individuals to raise and discuss any concerns at an early stage
· Encourage individuals to raise and discuss concerns at one to one and team meetings
· Create a culture of openness within the team allowing the opportunity to freely discuss issues / concerns
· Address concerns so that a mutually agreeable outcome is achieved, as and where practicable, taking into consideration the needs of the service
· Consider if further support / training is required
· Remind employees of the available wellbeing support offered by the Council
· Monitor and review and adjust where necessary and practicable
	Line Manager

As soon as is reasonably practicable






	Additional Information/Comments

	







	Line Manager:

	Employee:


	Date:
	Date:




Further Reading and Guidance

To support our employees, the Council have a range of wellbeing support available via Occupational Health WellbeingHelpline@rctcbc.gov.uk or 01443 424100.  There are also online related services via the following:

· Vivup – Employee Assistance Programme offering telephone or face to face counselling and related resources

· Your Care – offering resources for healthy living

HS 19 Workplace Stress Policy: Version 6, April 2024 available from RCT Source.

Health and Safety Executive (HSE) – Stress and Mental Health at Work   

If you have any queries in relation to carrying out a stress risk assessment, contact healthandsafetyteam@rctcbc.gov.uk 
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