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Introduction

Mental health problems are common and widely
misunderstood. Significant mental distress will affect one in
four of us in our lifetime and one in six of the population is
suffering at any one time - enduring depression, stress or
anxiety. The definitions of mental health vary and are
dependent upon our individual life experiences and life
context.

Anxiety, depression and excessive pressure (stress) affect 1in 6 British workers each
year and is costing organisations up to £26 billion every year;
o £2.4 billion on staff turnover due to poor mental wellbeing
e £15.1 billion by staff coming to work and underperforming because they are
unable to cope (presentism)
e 70 million lost working days.

These conditions are common so the Council is taking steps to protect the mental
health of its workforce.

The Health & Safety Executive (HSE) definition of stress is “the adverse reaction a
person has to excessive pressure or other types of demands placed upon them”.

Pressure vs Stress

There is a difference between stress and pressure. We all experience pressure on a
daily basis, and need it to motivate us and enable us to perform at our best. It's when
we experience excessive pressure without the opportunity to recover that we may
experience stress and our resilience weakens.

The Councils Approach

The Council recognises that delivery of quality services to the community depends
on a healthy, well motivated, workforce. It aims to minimise excessive pressure in
the workplace with the provision of training and process to manage excessive
pressure across the organisation. Staff are encouraged to express their concerns
openly and to seek support without fear of being considered weak, incompetent, or
at fault. See useful support contacts on page 14.

The Council acknowledges its legal obligations with respect to Health, Safety and
Wellbeing and undertakes to ensure mental health conditions are treated in the
same way as those affecting physical health. The Council also understands that
people with mental health conditions may be protected under the Disability
Discrimination Act 2005.
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Policy Statement

This Council is committed to tackling the causes as well as the symptoms of
excessive pressure (stress).

The Causes

The Council;

e Recognises the importance of skilled management and is committed to the
provision of appropriate training, guidance and support to all levels of staff,
and an increased understanding of stress and mental health issues
throughout the organisation

e EXxpects managers to actively manage excessive pressure in the workplace,
sympathetically, via pressure and resilience assessment

e |s committed to a communication strategy which includes consultation and
feedback at all levels

e Promotes performance appraisal of staff in order to provide positive feedback
and support

The Symptoms

The Council will;

e Help staff at all levels to manage excessive pressure in themselves and in
those they manage by early recognition and appropriate intervention

e Continue to support the provision of initiatives which help tackle symptoms of
poor mental health and stress
Promote healthier lifestyles by promoting positive health and wellbeing

¢ Provide confidential advice to its management and employees via the
Occupational Health Service

e Provide professional counselling where appropriate
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Responsibilities

Managers

Managers have a responsibility to manage work performance, support the
engagement and wellbeing of their staff, and create a productive, healthy working
environment.

Managers and Supervisors are expected to;

¢ manage in a way which recognises and reduces pressure

¢ undertake risk assessments which incorporate pressure and resilience

e recognise the signs that may indicate excessive pressure within themselves
or others

e develop skills in supporting colleagues and understand the measures
necessary to address the risk of excessive pressure in the workplace

e be aware that their own behaviour may contribute to excessive pressure on
others and take action to remedy this

e be aware of the sources of help and advice available to them

All Members of Staff

All members of staff have a responsibility to themselves and their colleagues to take
action to minimise excessive pressure/stress in the workplace. This includes taking
steps to minimise their own stress and to modify their behaviour when it is causing
excessive pressure in others.

Staff should let their managers know of concerns or worries related to their work,
which are causing excessive pressure and may adversely affect their health or their
ability to perform their duties safely and effectively.

Trades Unions

Trade Unions offer support to their members and work with them to try and resolve
matters involving excessive pressure at work. Union representatives also have a
responsibility to liaise and work constructively with managers to reduce
organisational pressures which contribute to stress in the workplace.
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Pressure and Resilience Assessment

Introduction
The Pressure and Resilience Assessment is a tool to be used by managers, to

identify workplace stressors, excessive pressure and actions that may help reduce
them. The tool can be used to identify and reduce the excessive pressures that are
affecting an individual or a team.

Who does it and when?
Employee pressure and resilience assessments are confidential and should be

carried out by the manager with the employee, this is because they are best placed
to tease out and understand excessive pressures and develop a good way forward.

The employee assessment should be undertaken by the manager as soon as there
is indication that an employee is suffering from excessive pressure.

How is the assessment made?
The assessment should be carried out with sensitivity and there are pressure and

resilience assessment and action plan templates on the intranet which will act as a
prompt for teasing out key areas of excessive pressure. Link: http://Ibbd/hr/health-
and-safety/health-wellbeing.htm

The template is designed to reflect the Health & Safety Executive’s (HSE’s) Stress
Management Standards.

If a manager needs support to understand the process, they should contact a
member of the Occupational Health, Safety & Wellbeing team (OHSW).

If a manager requires support to start the process, they should contact Occupational
Health (OH) for assistance. The OH initial pressure and resilience assessment
referral form can be found by accessing the following link http://Ibbd/hr/health-and-
safety/occupational-health/occupational-health-home.htm .

If appropriate, Occupational Health will carry out a pressure and resilience
assessment to tease out the “employee perception stressors”. The initial
assessment will then be passed to the manager for development into a full employee
pressure and resilience assessment and action plan.

Carrying Out Pressure and Resilience Assessments
Managers are expected to undertake a “team” pressure and resilience assessment

regularly and ensure it is periodically reviewed at team meetings. If requested,
OHSW will facilitate a team pressure and resilience assessment workshop on behalf
of the manager. This enables the manager to be part of the workshop.
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Key Step Details Forms and

Guidance
Read Mental Mental Wellbeing Policy
Wellbeing Policy | Outline of responsibilities and key | and Guidance
and Guidance requirements. http://Ibbd/hr/health-and-

safety/health-wellbeing.htm

Undertake Pressure and Resilience

Complete Assessment. Consider what are the Pressure and Resilience
Pressure and ‘ causes, how pressure impacts, how | Assessment Form

Resilience it can be managed, or prevented, http:/Ibbd/hr/health-and-
Assessment any changes - record the findings. safety/health-wellbeing.htm

Develop Action . i
Plag for Consider team pressures/stressors If required, request
M . and how they will be managed by | OHSW to facilitate a
anager, Team Team Pressure &
or Individual you and the team. e
Resilience Assessment
|
Consider individual stressors and Pressure and Resilience
actions for both you as manager Assessment Form
and individual http://Ibbd/hr/health-and-
safety/health-wellbeing.htm
The stress check can be used to
Maintain support your Pressure and ACAS Stress Check
Systems & ‘ Resilience Assessment ensuring | www.acas.org.uk/index.aspx?art
Arrangements main aspects of work related stress icleid=815
are covered.
Periodically review your team or
. individual Pressure and Resilience
Review Assessments at team meetings or
Arrangements - 1:1s.

(Minimum annually for team; and at
each 1:1)
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London Borough of

Barking&Dagenham

Pressure and Resilience Assessment/Action plan

This form is designed to assist with identifying and managing pressure and build resilience.
Job or service area
Individual or team assessment
Responsible manager
Assessor
Date of assessment

Signature

Of concern, early action is needed.

Amber (A) Acceptable, but there is a clear need for further action.

- Good, but may require further action.

What are the likel . . .
.y (CllliEni Sl What are you doing What further action is . Action by Date
causes of excessive Action by whom
already? necessary? when completed
pressure at work?

A

A) Demands of the job - Workload, work pattern and work environment including exposure to work related hazards.

B) Control - How much say does the person or team have in the way they do their work?
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C) Role - How well do people understand their role in the organising and whether they have conflicting roles?

D) Support- Do people have the necessary skills, information and support to carry out their work effectively?

E) Relationships — Positive behaviours to avoid conflict, and dealing with unacceptable behaviours.

F) Change — how is organisational change is managed and communicated?
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Pressure and Resilience Assessment
Guidance on completion of the form

Job covered if for an individual,
service area if a team assessment

Usually line manager

ar supervisor

ASSESSMENT / ACTION PLAN FOR PRESSURE AND RESILIENCE

Line manager,
G or oD

Jobd Service Area Assessed

Indivvi du=Team Assessment

Responsible Manager

Examples to consider What are the lehy Current Wha =re youdoing already? Action | Action | Done
= Workload causes of excessive status by
« Work pattem pressure atwork™ wbien
. Wol'lﬁing environmeh\
o WA -
Wo kp'aCe hazards \\_ﬁ.DEMANDS OF THE 0B —wor Mozd=vor k pattern wor k environment incl exposure to work related hazards

e.gVEaA
= Tight deadlines
=+ Can't delegate

Asseszor

Da e of as=e==ment

Signature

F concem, early ction needed

Acceptable but o ear needfor further adtion

[ Good Bt may need further adtion

This is an assessment of the
severity of the problem
See colour key

wwhat further adhi MIECES SRy
bry
Whormn

E. CONTROL —howmuch say the persontesm has in the way they do thei

rwark

C. ROLE- howwell people understand their role in the organising and wh

2her they hawe corflicting rales

-

[

/

Examples

for éOﬂTI'Cﬂ are:

«nable to exert control over demands
-Unable to make/participate in decision making
Mo control aver workflow
-Time management
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Examples to consider
sLack of clarity about role
-Lack of support

sChanges in job without consultation
sLack of development opportunities
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Examples to
consider:
-Availability of
support from peers
and manager
=Cammunication with
others

\Whether valugd
Development
opportunities
-Responsibility
without authority

Pressure and Resilience Assessment
Guidance on completion of the form; continued

pressure gt work?

What are the likely Current ‘Wrat are wou doing already? What further action is necessary | Action | Action | Done
cause s of e dpessive status iy by
Whorn | when

ple have

the necessary skills, information, and

support to carny outtheir work ef fectivel v

\:I. SUF FORT- whether peo

E.RELATIOMSHIPS — posit

ehaviours to awoid corflict, and dealing with unacceptable behaviowrs

F. CHA MGE — how orgarisational ch

ange is managed and cormrmuni cated

Examples to consider:
-Bullying & Harassment
-Social space

How the person gets on with athers

sEmotional demands

™~

B

™~

[~

o
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Issues relevant to change may be:

-Pace and intensity
-Information about change
sImpact of reviews
«Change in job content




[llustration

Strictly Confidential

Initial Pressure/Resilience Assessment Request Form

Lpndan Darcagh of

Barking&Dagenham

Individual pressure and resilience assessments should be undertaken by managers asscon asan
emploves indicates they are suffering from work related excessive pressure This should be priorto

Qccupational Health referral wharever possiblg

Flzase returnthis completedformto:  Occupational Health,
Civic Centre,
Dagenham,
Essex,
REK107EM
QcoupationalHeath@@lbbd.gov.uk

Your name:

Job title:

Department:

Section:

Line manager:

Contact telephone number:
Date of referral:

For management referral

Yes
I5 the member of staff absentfrom work? O
If so, please givethe date of first absence.
Is the member of staff aware of this referral? O]
Has ateam prassure and resilience assessmentbesn carried out? O
If ves, please provide a copy.
Hasthe emplovee beenreferred to Occupational Health previous|y 1
formentalwellbeing matters?
For selfreferral
Yes
Is vourling manager aware of this referral ? O
Arevou currently receiving counselling, or have you had 1

counselling inthe last si< months?
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Wellbeing
Getting the work-life balance right

Are you often the last to leave work?

There may be times when you need to work late to meet
deadlines, but try to make this the exception not the norm. Long
hours means you may be working harder, but not necessarily
better — they may quickly take their toll on your concentration,
productiveness and health.

Create clear boundaries between work and home

Try not to let work spill over into your personal life. If you need to take work home,
designate a separate area for work and stick to it, you’ll then find it much easier to
close the door on work.

Start a To Do list
At the end of each day, go over your list and write up one for the next day. When
your thoughts are down on paper, you'll find it easier not to think about work.

Use the time on your commute home to wind down from work

When travelling by public transport, set aside some time to yourself by reading or
listening to music. Maybe try cycling part of your journey or getting off a stop early
and taking a short walk.

Reclaim your lunch break
Work is a day of two halves. By taking a break in the middle of the day you give your
brain a chance to relax and ready itself for the afternoon.

If you feel under excessive at work and are concerned about your workload, you may
think that taking your lunch break is the worst thing you could do. Actually, taking a
brief time-out period during the day can restore your energy levels and allow you to
continue working productively.

Ask for help

If you feel your workload is spiralling out of control, take the opportunity to discuss it
with your manager or supervisor. If you can’t resolve the problems, other sources of
help are available (see useful contacts page 14).
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Useful Contacts

Occupational Health
T:020 8227 3315/ 3509
E: occupationalhealth@Ibbd.gov.uk

Health, Safety and Wellbeing
T: 020 8227 2104 / 2381

Employee Assistance Programme (EAP)

T: 0800 358 48 58
W: www.validium.com

Revitalised
W: www.revitalised.co.uk/bark-dag

Depression
T: 0845 123 2320
W: www.depressionalliance.org/

The depression alliance help people to
understand, work with, and recover from
symptoms associated with depression.

Mental Health Foundation
T: 0207 803 1100
W: www.mentalhealth.org.uk/welcome/

The Mental Health Foundation is a
leading UK charity that provides
information for anyone affected by
mental health problems.

Mind
T: 0845 766 0163
W www.mind.org.uk/

Mind helps people take control of their
mental health.

Stress
W: www.stress.orqg.uk

The website provides useful information
on all aspects of stress.

Employee Health checks
T:020 8227 3315/ 3509
E: occupationalhealth@Ibbd.gov.uk

Support and Guidance

Policies, guidance and information relevant to staff employment and in particular
those which deal with matters of health, safety and wellbeing, are available on the
intranet: http://Ibbd/hr/health-and-safety/health-and-safety-home.htm

Training information is available on pressure and resilience management and mental
wellbeing via Occupational Health, Safety and Wellbeing 0208 227 - 2381/2104.
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