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An Evaluation of Work-related Stress in the United Kingdom
Introduction
Stress is a form of reaction that individuals encounter when they feel under pressure or threatened. It arises due to imbalances between the perceived demands and the available abilities and resources to cope with the demands of work, home life (Joseph, 2013). The aim of this report is to discuss the nature of work-related stress in the United Kingdom. The report also provides a cause-and-effect and a PESTLE analysis of the problem and evaluate alternative solutions to the work-related stress. The final section discusses the key performance indicators to evaluate the effectiveness of the identified strategy.
Work-related stress is very predominant in the United Kingdom. According to Burman and Goswami (2018), work-related stress is influenced by labour relations, work design, and the organization itself. Workers begin to experience this kind of stress when job demands exceed or do not match individual abilities, needs, or resources available. The current statistics about the degree of wok-related stress and their impacts in the UK are worrying. In a survey commissioned in 2020 by Perkbox, it was noted that a staggering 79% of the sample population of employed British adults experience work-related stress. This proportion is up from 59% in 2018, a trend indicating that this from of stress is on the rise. In the same survey 17% of participants 'rarely' experienced job-related stress, and only 1% reported to have 'never' experienced it (Perkbox, 2020). Stress of this kind affects Perk box all people irrespective of their gender, age, race, and type of occupation. However, women and employees in the customer service sector are most affected. 

Impacts of Work-related Stress
Work-related stress has significant impacts on employees, the organization, and the country as a whole. On an individual basis, different people respond differently on when they have stress, but its effect on health could be the same. High and uncontrolled stress levels can contribute to development of health-related impairments. It can lead to mental and behavioral disorders for instance burnout, anxiety, exhaustion, and depression as well (Joseph, 2013). Physical complications can include issues like musculoskeletal disorders and cardiovascular diseases. Furthermore, many studies also link high levels of stress to the development of alcoholism and drug abuse, poor sleep patterns, and unhealthy diet (Stewart, 2020). Besides, the forementioned issues, stress can as well lead to increased prevalence of non-communicable diseases workplace accidents. To demonstrate the impact on work-related stress on the health system, the Perkbox Survey found that the UK reported 943,374 hospital admissions for chest pain driven by stress-related illnesses, 5.54M inpatient hospital admissions, and 68.9M people seek GP appointments. The government had $14.7bn expenditure on healthcare due to stress-related illnesses (Perkbox, 2020).
Work stress impacts on workplace productivity and the wider economy considerably. Uncontrolled stress can severely affect employees' general levels of achievements, with respect to accuracy and efficiency.it can Perk box contribute to increased absenteeism and presenteeism in addition to reduced commitment, satisfaction, and motivation. High stress also results in Increased rate of staff turnover and intentions to quit. The above complications have a negative impact with regards to social and financial costs. 
Cause-and-effect analysis of Work-related stress in the UK.
Work-related office politics plays a critical role in the development of work stress among employees. It may include issues like rumours, backstabbing, favoritism, victimization among others. According to Chamorro-Premuzic (2014), office politics hijacks essential organizational processes and eclipse formal organizational roles. This makes simple tasks more tedious and complex, and the organization is rendered ineffective. As a result, workers get worn out, experience excessive burnout, discouraged, which builds into stress.
Lack of interdepartmental communications. Communication is a fundamental component of human interactions. In an organizational perspective, departments need to communicate effectively on issues like shared projects, changes in products and services, sales projections, or new promotions and many more. ineffective or lack communication can lead to conflicts and distrust among teams. Infighting or finger pointing will occur as departments will blame each other for inefficiencies, mistakes, or failures to meet targets. In such work environment, employees obviously get stressed up.
Another important cause of work stress relates to work-life balance and workload. Causes of a poor work/life balance commonly include having too much to accomplish resulting in long working hours forcing them to take work home. Also, when the work volume or deadlines are too tight and outside their capability, it is likely to yield too much pressure (Bhui et al., 2016).
Furthermore, difficult or unsupportive work culture can become a source of stress at work. Unsupportive colleagues can make an individual to feel isolated, feel unfairly treated, or may be subject to harassment, discrimination, or even bullying. Managers also play a central role in the mental health of workers, but when they are overly demanding, critical, bullying, and unsupportive will inevitably contribute to pressure, and thus stress
Stress surrounding job security can also become a source of stress for many workers. This happens when employees start worrying about the permanence of the roles, being concerned about the level of pay and career development opportunities.
The organizational culture plays a critical role in the well-being of employees, and determines how comfortable they will feel about raising issues they are facing. Cultural issues that can contribute to work stress include: a culture of presenteeism, whereby employees are required to report to work even if they having other pressing issues to handle, like being sick or unhealthy be enough to work: and a culture of blame which makes employees to fear making mistakes (Truty and Purlee-Hall, 2007)
A PESTLE analysis of the macro-environmental factors contributing to work-related stress
Political factors
    Brexit is a major political event that has several implications for the United Kingdom. In human resource perspective, Brexit has resulted to labour shortages across different sectors as result of changing labour laws and other issues related to immigration. Besides, many workers are being anxious about their job security. Human resource managers could be stressed due to lack of enough people to recruit (Trachan, 2021).
 Economic factors
    A rise in inflation causes a sharp increase in the cost of leaving. Workers who are worried about their financial situation are likely to be stressed at work (BBC News, 2021). They may find it hard to concentrate leading to poor performance, which makes stress even worse
Technological factors
Introduction of new work-based technologies triggers various emotional and mental health issues. With the recent shift to working from home, workers have been under unprecedented pressure to maintain efficiency and productivity and efficiency. As a result, many workers show signs of the 'technostress' syndrome which contributes to burnout, anxiety, and depression. Lack of social interaction also exacerbates stress levels among workers. Moreover, complexity of technology including the use of new software and equipment can be daunting and intimidating, issues that can cause frustrations and fuel stress (McCormack, 2021).
Social factors
    Family-related conflicts can adversely affect the job performance of workers and thereby their job satisfaction. UK millennials and Generation Z feel strained as they struggle with the lack of social interactions, often working from home. Others struggle with childcare demands coming with young families (Tantam, 2021),.
Legal factors
Several UK employers have been accused of not paying workers according to the minimum wage requirements (Booth, 2020). Feeling underpaid or not being paid makes employees stressful. Besides pay, Britain has a long hours culture and employees put in the longest hours in the European Union. Long working hours tend to leave workers exhausted and rob them a decent home life and time with their families and friends (Jones, 2019)
Environmental factors
Unfavourable or dangerous physical conditions such as crowding, noise and air pollution, and very high or low temperature are some of the environmental factors that makes the workplace unfit. Employees working in an environment with such conditions are likely to feel stressed due to lack of comfort.
An evaluation of alternative solutions to work-related stress
Managing work-life balance and workload
The management should ensure that employees have good work-life balance and manageable workload. This can be achieved by offering flexible working arrangements, sheered responsibilities and encouraging breaks. Employees should also be assigned duties that they are capable to handling within realistic timeframe (Garg and Rani, 2014). In an organization where there is a strong work-life balance, employees tend to be motivated, strong self-esteem, and with high morale, which ultimately. Lower stress levels.
Eliminating negative office politics
The organizations should have clear organizational structure and practices. Managers should ensure that workers understand the general objective of the organization so that they are able to focus on achieving the objective.  This will give employees a greater sense of purpose and minimize the risks of rumors and office politics. Managers should also foster a culture of teamwork and accountability. Employees will be focused toward achieving the goals. They will not have time to gossip or engage in unnecessary activities.
Engaging and supporting employees
Managers should engage their employees in making key decisions that affect their well-being. Through this kind of engagement, employees will feel valued and comfortable working for the organization. Furthermore, setting aside time for manager-employee interaction helps enhance open communication and build trust which improves workers' well-being. Scheduling meetings provides an avenue for raising concerns and challenges, and thus finding amicable solutions to challenges affecting them, which could be sources of stress. It is through open communication that senior managers will share vital information about the labour conditions. Keep employees informed tend to lower concerns related to job insecurity (Purohit, 2021)
Providing stress management and resilient training
By offering stress management and resilience training, employees will be equipped with necessary tools to handle stress, improve their well-being, productivity, and be engaged within the organization (Purohit, 2021). The training may involve activities that boosts cognitive coping skills, relaxation techniques, work or lifestyle modification. These kinds of trainings can help them to be able to recognize symptoms of stress and seek help in advance. They are also partially important in helping employees to effectively deal with stressors inherent in the work environment such as job insecurity (Clefberg and Drougge, 2019)
An Ideal Solution to Work-related Stress in the UK
Upon evaluating the above strategies, managing work life balance and workload is the most effective solution since work-related stress majorly revolves around too much which unmanageable and inability to balance work and family needs. When it comes to promoting work-life balance, managers need to put into consideration the following issues: family to work interference, work to family interference, and role overload. The issues will lay the foundation for flexible work arrangements, job sharing, telecommuting, and encouraging breaks (Cooper and Kompeir, 2012). When schedules entail rotating shifts, the rotation rate need to be predictable and stable. The schedules also need to be aligned to the responsibilities and demands outside the job. Work-life balance initiatives should also include providing a variety of benefits related to well-being and health of employees, including personal days, extended health insurance for both employees and dependents, and access to programs that encourage mental and physical health. For these initiatives to be effective, both employees and managers should work together in development of policies that suits their needs and that of the organization's corporate culture (Garg and Rani, 2014).
Measuring the Effectiveness of the Strategy
Measuring the effectiveness of different human resource interventions is very important for growth. It allows an organization to adjust the efforts where necessary to foster improvements. They are a number of Key Performance Indicators (KPIs) that can be used to be used to measure performance, efficiency, and productivity. In the context of managing work-related stress, KPIs may involve evaluating how happy or satisfied are employees, how they are engaged with the organization and their work in particular, absenteeism rate, and employee churn rate. Common metrics for assessment of outcomes include absenteeism rate, employee satisfaction index, attrition rate, and average length of service. Managers can confirm that their interventions are effective when they report signs including happy employees who are more engaged, efficient and productive. Complaints about colleagues or work itself will reduce, and the rate of absenteeism or turnover will also decline.
Conclusion
Work-related stress is a serious issue in the UK. Stress among employees is caused by several factors including negative office politics, workload, poor work-life balance, and lack of managerial support. Stress leads to other physical and physical health disorders that impact efficiency and productivity of workers. To solve the problem of work-related stress, the most viability solution is to manage proper work-life balance and workload to avoid frustrations and pressure.
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