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Stress Risk Assessment 
The HSE’s Talking Toolkit: Preventing work-related stress, contains information to guide Managers on discussions related to stress at work. 
Line Managers should use Talking Toolkit: Preventing work-related stress to openly discuss and establish an understanding of any levels of stress or areas where action may be needed.
Through conversations around stress, it may become clear that individuals or groups may be showing signs of work-related stress. In this instance, Line Managers should complete a stress risk assessment using this template. 

This risk assessment can be used to help identify risks to staff from work-related stress whilst working on campus and undertaking University operations away from campus. It does not cover activities such as commuter travelling to and from campus or activities that are not work activities carried out in peoples own time. 
The risk assessment recognises that we cannot completely remove all risks of workplace stress, however the University will ensure that all reasonable precautions are taken to ensure that university working environments are as safe as reasonably practicable – see Appendix A.  By following the guidance from the Health and Safety Executive, this risk assessment will consider the six main areas of work design which can affect stress levels, namely; demands, control, support, relationships, role and change.
A risk assessment is an important tool that is used to identify work activities that could foreseeably cause harm to staff, students, visitors or members of the public. 
However it is important to remember that the presence of a hazard does not mean that it WILL cause harm to a person, the likelihood of stress causing harm depends on many factors; the frequency of the activity, the numbers of people exposed to stress, the level of training and other wellbeing and safety mitigations being used and the degree to which stress is being controlled. The impact of any harm that may be suffered is also important as the greater the level of potential harm the greater our desire to prevent it. These two factors, likelihood and impact are collectively used to ESTIMATE the level of risk referred to as the risk rating.  
Once we have identified potential hazards and estimated the magnitude of the risk, we then need to decide what, if any further actions are needed to reduce the risk so far as is reasonably practicable.

Like other documents relating to personal safety this risk assessment is a dynamic and developing position that will be reviewed and updated as the University follows guidance from the HSE and sector specific requirements



	Likelihood
	Meaning in practice
	Example Scenario

	1
	Rare
	Exceptional circumstances; almost never happens
	Stress arising from a one-off crisis, e.g. evacuation due to fire alarm

	2
	Unlikely
	Could happen, but not typical
	Brief friction in a well-supported team during organisational change

	3
	Possible
	Might occur depending on conditions
	Pressure during exam season or major deadline cycles

	4
	Likely
	Happens with some regularity
	Team tension due to persistent role ambiguity or staffing shortages

	5
	Very Likely
	Expected frequently or in most similar settings
	Chronic stress from unmanaged workloads or long-standing poor leadership
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	IMPACT



	Impact (severity of harm)
	
Meaning in practice
	
Example Scenario

	1
	Minimal
	Temporary discomfort or low-level tension with no lasting impact
	Feeling slightly pressured during a short busy period

	2
	Minor
	Noticeable stress symptoms, manageable without formal intervention
	Brief irritability or sleep disturbance during project deadlines

	3
	Moderate
	Sustained symptoms requiring informal support or adjustments
	Anxiety, fatigue, or mild burnout affecting work consistency

	4
	Major
	Severe symptoms needing medical attention or long-term recovery
	Depression or anxiety disorder linked to chronic workload pressure

	5
	Severe 
	Life-altering psychological harm or suicide risk
	Post-traumatic stress following workplace bullying or harassment


	Risk Score
	Risk Level
	Action Required

	(1 - 3)
	Very Low
	Continue to monitor signs across individuals or teams

	(4 - 6)
	Low
	Monitor and use HSE Talking Toolkit at agreed intervals

	(7 - 10)
	Moderate
	Review assessment, controls and monitor

	(12 - 19)
	High
	Review assessment and improve controls

	20+
	Very High
	Stop this activity until further action is taken




	Employer
	University of Aberdeen

	School or Department
	

	Location
	

	Individual's Name
	

	Job Title
	

	Date(s)
	

	Name of Assessor
	


	Activities that are likely to cause an increase in work-related stress.
	Consequences of an increase in work-related stress
	Who is at risk?
	What is currently in place to prevent this increase in work-related stress from happening (control measures – see Appendix A)?
	Initial Likelihood 
	Initial Severity 
	Initial Risk Rating 
	What further action is required to reduce the risk of work-related stress to an acceptable level?
	Who is responsible for this action? action 
	Timescales to complete this action
	Revised Likelihood
	Revised Severity
	Revised Risk Rating

	DEMANDS – this includes issues such as workload, work patterns and the work environment.  (please add extra lines as needed)
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	· 
	
	
	
	
	

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	CONTROL - how much say the person has in the way they do their work (please add extra lines as needed)


	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	SUPPORT - this includes the encouragement, sponsorship and resources provided by the university, line management and colleagues (please add extra lines as needed)

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	RELATIONSHIPS - this includes promoting positive working to avoid conflict and dealing with unacceptable behaviour	 (please add extra lines as needed)

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	ROLE - whether people understand their role within the organisation and whether the university ensures that they do not have conflicting roles (please add extra lines as needed)

	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	CHANGE - how organisational change (large or small) is managed and communicated in the university (please add extra lines as needed)


	
	
	
	· 
	
	
	
	· 
	
	
	
	
	

	OTHER ORGANISATIONAL RISKS

	




	
	
	
	
	
	
	
	
	
	
	
	
























Appendix A - Examples of Controls/Mitigation:


	DEMANDS – this includes issues such as workload, work patterns and the work environment. 

	· Long term, SMART targets agreed at appraisals for all staff.
· Tasks are agreed and monitored at regular one to ones.
· Priorities renegotiated as necessary to avoid excessive workloads.
· Workload allocated fairly according to hours worked. 
· Workload Management Guidance followed and staff made aware of the Resources and Training available.


	CONTROL - how much say the person has in the way they do their work 


	· Employees are encouraged to organise their own work, and vary their tasks, in order to achieve agreed targets. 
· Employees can choose their own lunch break time (minimum of 30 minutes) subject to office cover constraints. 
· Working from home arrangements are in place.
· Employees can ask for a one to one with their line manager to raise concerns (where this is outside the line managers control this will be raised at a higher level).

	SUPPORT - this includes the encouragement, sponsorship and resources provided by the university, line management and colleagues 

	· Employees have been made aware of the University  Policy on the Management of Work-Related Stress.
· Mental Health First Aiders
· Employee Assistance Programme
· Multi-faith Chaplaincy
· Occupational Health   
· University Counselling Service
· Workplace Dignity Network
· Trade Unions 
· Human Resources
· Employees are encouraged to work with/support their colleagues.


	RELATIONSHIPS - this includes promoting positive working to avoid conflict and dealing with unacceptable behaviour	 

	· Employees are encouraged to work with/support their colleagues
· Where conflicts arise between employees, they are allowed to raise these issues with the manager (open door policy and via one to ones). 
· Employees share information relevant to their work. 
· Unacceptable behaviour is dealt with early, when necessary. 
· Employees are expected to follow the conduct policy in terms of working relationships.
· Mediation support can be offered with a counsellor.


	ROLE - whether people understand their role within the organisation and whether the university ensures that they do not have conflicting roles

	· Job descriptions are clear and reasonably up to date.
· The skills and abilities of employees are well matched to their roles and responsibilities.
· Where there are potential overlaps in roles and responsibilities these are identified and discussed (at team meetings and/or one to ones). 
· A service plan identifies the overall objectives of the team.
· A specific plan of work allocated to the team has been developed.
· Monthly team meetings allow for discussion on individual work to avoid duplication and conflicts in work.


	CHANGE - how organisational change (large or small) is managed and communicated in the university

	· Management keeps staff and their line managers informed of information to enable them to understand the reasons for proposed changes. 
· The University 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.
· Senior management consult formally with staff and Trade Unions if changes to terms and conditions of employment are proposes (including redundancy).
· Any such changes are managed in accordance with the University’s Change Management Policy and Toolkit.
· The University always seeks to avoid, or minimise, compulsory redundancies where staff reductions are necessary.
· Communication and consultation on proposed changes will take place with Trades Unions as soon as practical, to inform management decisions.
· HR and/or management will respond promptly to questions (thus minimising promotion of uncertainty and misinformation).
· Decisions will be communicated in writing to all those affected in a timely manner.
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