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This report is concerned with driving a research-informed discussion related to the nature and the impact of work-related stress on employees and organisations as per the case study at hand. Moreover, a Cause-and-Effect Analysis alongside a PESTLE Analysis are presented as to ensure a more comprehensive understanding of the complex problem. Finally, an evaluation of different solutions is delivered as well as an action plan of implementation for the most optimal solution presented. 

Within the past two years, stress-related absenteeism has been on the rise in the UK (Cartwright and Roach, 2021). The main areas that drive this increase in stress are organisational politics followed by performance related pressures and the working environment. Moreover, the customer service sector with direct exposure to consumer complaints and unsatisfied consumers is the field that is currently leading in terms of degree of stress. The overall nature of the problem as dynamic and highly influenced by a great number of factors translates in a need for recognition of the issue and corrective action.
[bookmark: _Toc88848548]Nature and Impact of Work-Related Stress
First of all, stress in general is a psychological state that is comprised of a combination of emotional and cognitive factors (Pearline et. Al., 1981). In other words, the issue related to stress can be defined as the result of the sum of pressures that an individual is presented with and that negatively impacts their mental, emotional or physical performance. Secondly, however, work-related stress is a more specific problem. It refers to the stressors that become excessive and prolonged in the professional environment in relation to the ability of an employee to cope with these (Cox, Griffiths and Rial-Gonzalez, 2000). On one hand, experiencing work challenges can drive motivation and energise the workforce. On the other hand, these excessive and prolonged pressures can translate in an unsustainable psychological state. 

The impact of work-related stress is direct for both employees as well as employers. This is argued by Rowden et. Al. (2011) as:
· Impact on the employee – physical and psychological symptoms (e.g., depression and anxiety), cardiovascular and other clinical diseases connected to stress, the threat of losing one’s job due to an inability to cope (therefore a loss of income) and finally, an inability to benefit from a vital work-life balance. Consequently, the impact on employees as individuals can be life changing and long lasting. 
· Impact on the employer – an increase in absenteeism, low performance related to low morale and lack of concentration due to stress, a negative brand image due to an inability to effectively manage human resources and ultimately, a critical loss of revenue. Additionally, significant non-value adding costs can be registered by businesses that do not effectively address work-related stress such as costs related to morale, motivation, staff turnover, recruitment and staff training. 
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The following PESTLE Analysis has been conducted to gain a better understanding related to the complex problem of work-related stress:
1. Political factors that influence the problem:
· Tax policy and its impact on employer revenues, this includes policies of the government. High taxes result in less funds for the business to invest into employee wellbeing. 
· Laws that protect the employer at the expense of the employee such as contractual laws that enable employers to request staff to work additional responsibilities as required by the business (Hill, 2004). 
· International trade policy and trade bans that can lead to further pressures on the employee’s daily life as work objectives cannot be achieved due to external factors.
2. Economic factors that influence the problem:
· Economic recovery in terms of spending power and ability to afford basic needs on, for example, minimum wage contracts. 
· The COVID-19 pandemic and Brexit have both led to staff shortages and loss of revenues for businesses at a national scale (Fernanez-Reino, Sumption and Vargas-Silva, 2020). Hence, additional pressure is applied on existing staff. 
· Unemployment rates and the overall fear of unemployment (lack of security) can affect one’s mindset and ability to concentrate. 
· Interest rates influence disposable income and can be linked to whether the workforce is able to enjoy a sustainable work-life balance. 
3. Social factors that influence the problem:
· The population growth rate and pyramid can drive competitiveness in certain fields, whether specialised or otherwise, and this can impact on stability, security, motivation, replaceability etc. 
· Career attitudes are distinct from individual to individual as they are a product of intrinsic and external factors (Hicks-Clarke and Iles, 2000). Consequently, different employees can react differently to work stressors. 
· Cultural norms often imply an emphasis on career progression and commitment to continuous professional development. This can be the case at the expense of personal wellbeing. 
· Health consciousness, especially mental health, is increasing in contemporary times (Auzoult et. Al., 2021). Nevertheless, significant progress is required for organisations and individuals to effectively recognise the need for solutions. 
4. Technological factors that influence the problem:
· Technology changes and advancements have led to the introduction of automatisation within the working environment. According to Vieitez, Carcia and Rodriguez (2001), this can impact on the sense of security employees have in terms of their relevance to the business. 
· Research and development moreover have translated to frequent and significant changes in processes and operations that require training and specific skills. This implies a need for technological awareness and therefore further employee responsibilities.
5. Environmental factors that influence the problem:
· Climate change and physical environmental aspects can improve or minimise the degree of focus employees can invest into their workplace (Hanna et. Al., 2011).
· Similarly, NGOs that seek to place pressure on organisations to implement environmental policies within their operations are directly impacting the daily activities of internal staff. 
6. Legal factors that influence the problem:
· Laws such as environmental, anti-trust, consumerism, copyright and patent as well as health and safety can either improve working conditions or hinder their optimisation. 
[bookmark: _Toc88848550]Cause and Effective Analysis
As per the Fishbone Analysis conducted within the presentation, the following causes and the work-related stress effect are explored as per Michie (2002):
· Working environment – this refers to a range of causes such as an unsuitable environment that is not conducive of optimal working, limited or poor working facilities and a lack of suitable equipment to conduct daily operations. 
· Equipment related causes – this encompasses issues such as computer problems, lack of working materials and out-dated equipment that can result in frustrations in the workplace. 
· The employer-employee relation – this can include training related causes, for example lack of or unsuitable training, poor communication processes that do not promote openness and trust as well as low motivation on the job due to a lack of effort in creating and maintaining a sustainable relationship. 
· Financial causes – the revenue baseline of a company can impact on its investment in its human resources. As such, employees may be underpaid, required to work less hours or to commit to unpaid overtime as to create value for the company. 
· Workplace harassment – this includes office politics, gossip, discrimination and bullying. All presenting a lasting and critical effect on the workforce developing stress-related conditions. 

In order to identify the causes of work-related stress in a more specific manner, organisations must be able to identify when human resources are unable to cope with the demands of their role by monitoring their historical and current performance. In addition, when employees do not entirely understand their responsibilities, this is a sign of added stress and of an inability to effectively inform and train the internal talent (Bliese and Castro, 2000).
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A number of solutions can be implemented from the perspective of the employer as well as the employee. On one hand, employees can consider requesting flexible hours to suit personal need if and when possible. Staff members can similarly contribute to the improvement of the workplace environment by providing specific alternatives to the problems identified. In critical situations, new employment can be sought – however, Ganster and Schaubroeck (1991) argue that this does not address the core causes of work-related stress and it does not develop the employee in terms of coping strategies – the latter being a critical benefit to minimising stress in the long-term. From the employee perspective, requesting additional support from the employer and seeking medical support are optimal solutions due to a potential to implicate external parties to resolve a complex problem. 

On the other hand, employer solutions include the following as per Grayham (1997):
1. Encouraging workplace wellness by subsidising gym memberships, encouraging lunch walks, yoga, healthy eating and other wellness activities. 
2. Improving the working environment as per employee feedback. This recognises employee input, and it provides a solution that is specific to employee needs. 
3. Enabling remote and flexible working depending on the nature of the role. This can build confidence and trust within the team, while providing a sense of freedom. 
4. Promoting social activities between co-workers. 
5. Enabling quiet time as to alleviate the natural stress absorbed in high pressure roles. 
Overall, all the solutions that are implemented within the workplace must consider both the perspective of the employer in terms of resource availability and organisational objectives as well as that of the employee in terms of needs and wants. 
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In accordance with the above suggestions, two key solutions have been selected for the employee and the employer: seeking support and encouraging wellness activities. 

In terms of an action plan for each solution, the below recommendations are provided:
· The employee must research the availability of support needed and its nature. In addition, the workforce must be able to reflect and identify the key areas that create stress within the working environment as to highlight them to relevant parties. Upon receiving support, a degree of accountability and responsibility must be displayed in relation to contributing to the solutions identified. 
· The employer must understand its workforce by conducting surveys related to job satisfaction, current issues experienced, passions, preferred activities, availability etc. By collecting this valuable information, the organisation is able to tailor activities that are optimal to promoting wellbeing for each staff member. 
Overall, as outside the workplace, support systems must be implemented and maintained within each business. A quality Human Resource Management strategy addresses this and is therefore a crucial need for all organisations that place value on their talent. Wikhamn (2019) argues that sustainable HRM can reduce work-related stress, work-family conflict as well as burnout. It can moreover be implemented by aligning HR values with contemporary societal and environmental needs that address the problems the modern workforce experiences in and outside the working environment. 
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Work-related stress is a complex problem because its extensive implications on the employer and the employee as well as due to the complexity of its causes and thus, solutions. Regardless of the solutions implemented to address this issue, organisations must be able to recognise the dynamic nature of individuals and to therefore tailor their approach to the unique needs the workforce presents. 
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