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1. Introduction

In addition to your presentation, you are required to produce a report that elaborates on each bullet point in task 1. Your report should also present a plan to implement the decision you’ve made to solve the complex problem and a discussion of success indicators to measure the effectiveness of your decision.

In UK contemporary society, some individuals struggle to manage stress, caused by personal or work-related reasons. The last two years national and global social and economic circumstances, augmented the stress in an employee’s personal life due to financial worries, loss of a loved one or a friend, a change in personal and work circumstances, as presented in a report of the UK Health and Safety Executive (CIPD, 2021). In its conclusion, the report states that stress can negatively influence the employees’ work performance and consequently, managers should help their employees to treat people to balance their work and personal interests. The report considers managers and designated co-workers as key factors in protecting people’s resilience at economic uncertainty.

The UK companies acknowledged that excessive or sustained work pressure can lead to stress, which is considered a risk to businesses, resulting in reduced productivity, numerous days of sickness absence and low staff engagement. According to the Health and Safety Executive report (CIPD, 2021), 17.9 million working days were lost to stress, anxiety or depression in the period between 2019 and 2020. The report summarises the causes of stress in UK population as it follows:
· Increased volume of work.
· Management style.
· New work-related challenges due to homeworking, as a result of COVID-19.
· Non-work factors, such as relationship or family issues.
· COVID-related anxiety, for example fear of contagion in the workplace and while people commute.
· Non-work factors, such as personal illness or health issues.
· Poor work-life balance due to homeworking, as a result of COVID-19.
· Relationships at work (CIPD, 2021).

According to a Statista (2021) report on the most common types of stress experienced in UK, the major cause is considered work stress, as in the next chart:
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Figure 1. Most common types of stress experienced in UK (Statista, 2021).
As presented above, 79% of the UK population has experienced work-related stress, followed by a strong percentage of 60% of the financial stress, caused also by work environment, by uncertainty, unemployment or lack of opportunities according to individuals’ skills. The stress caused by family has the point of 48%, not much above the health stress, at 45%. The data shows that a major share of population has experienced work-related stress, which is costs UK businesses an estimated 26 billion pound per annum (Open Access Government, 2019).

According to the CIPHR (2021) surveys results, the main causes of stress in UK are:
· Work for 28% of UK population
· Workload demands for 18% of UK population.
· Lack of sleep and money worries for 39% of population.
The report also found that women experience stress more frequently than men and one in 14 UK adults or 7% of population feel stressed every single day. The data show the importance of preventing and of implementing action plans at organizational level which will solve the problem of the work-related stress in UK.


2. Gather Information to Solve a Problem

In UK, the law requires employers to tackle work-related stress. Whether an employer is a small business or a large corporation, the Management of Health and Safety at Work Regulations (1999) and Equality Act (2010) require all employers to assess the risk of work-related stress and to put steps in place to tackle those risks. 
As part of the process of gathering information for solving the problem of work-related stress, managers, line managers and supervisors should hold initial open and honest conversations with employees and first assess their needs. Furthermore, the employers would involve the employees in gathering information on different work-related issues by organising focus groups, surveys and questionnaires and further to identify together relevant solutions to the organization (HSE, 2021). Each session should conclude with an agreed action plan, such as designing workshops meant to equip staff with better coping skills.
According to Cousins et al. (2007), Management Standards (Appendix 1) has been created as a tool with six key good practice strategies for work-related stressor areas, such as demands, control, support, relationships, role and organizational change. For each stressor area there is designed a ‘platform statement’ that outlines the main aims to be achieved by the organization (Appendix 2). In the project, it is advised the use of focus groups to risk assess the standards and to publicly decide upon their implementation. Nevertheless, it is not intended that the standards will be legally enforceable. The project’s aim is that the associated methodology will enable organizations to effectively tackle work-related stress, and subsequently reduce both its incidence and prevalence. The process of stress risk assessment is presented in the next figure:
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Figure 2. The process of doing a risk assessment for stress (Cousins et al., 2007).

The Management Standards process (Cousins et al., 2007) is performed on different stages. In the first stage, the preparations, the activities are:
a. Gaining management commitment
b. Raising employee awareness
c. Selecting the pilot group
d. Defining the current state of the organization against the management standards, such as the given percentages.
e. Feedback results to staff (Cousins et al., 2007).

The second stage will have the next activities:
a. Defining problem areas in more detail
b. Staff consultation with focus group to confirm the nature of the problem and agree action required.
c. Taking action through interventions.
d. Reviewing results and dealing with individual issues (Cousins et al., 2007).


























3. Evaluate Options to Make a Decision

In identifying and evaluating the options for taking a decision in preventing and tackling the work-related stress, the employers might use the PESTLE analysis and Fishbone diagram, corroborated with the results from the focus group, surveys or questionnaires.
The technique is used to help identify factors involved in change rather than solutions to any of the factors. PESTLE analysis is a useful tool for understanding the “big picture” of the external environment, the opportunities and threats that lie within it. 
	External Economic factors: lockdown and economic downturn, uncertainty and unemployment risk (Gopinath, 2020).

	External Political factors: Uncertainty and need for new laws. Legal certainty is seen as a vital principle in stabilising normative expectations and in providing a framework for social interaction (Fenwick, Siems and Wrbka, 2017). 

	External Social factors: Aging population, lack of skills (Choi and Dinse, 2006).

	External Technological factors: development of online commerce and long hours of working online (OECD, 2020).

	External Environmental factors: Concerning climate change and its effects on human activities. Increased heat, drought and insect outbreaks, all have increased wildfires. Declining water supplies, health impacts in cities due to heat, flooding and erosion in coastal areas are additional concerns (NASA, 2021).

	External Competition: More skilled workers, younger and more resilient (UKCES, no date).



Table 1. PESTLE analysis (Self-compiled).
The above analysis is supporting the managers’ decisions in changing the strategies for reducing the external factors of stress that impact negatively the employees’ mental health in the contemporary society.
Moreover, a Fishbone diagram helps organizations and their managers to visually reach the root causes, allowing them to diagnose the problem, rather than focusing on symptoms. In this way, managers will separate a problem's content from its timeline development, leading to consensus around the action plan necessary to solve it.
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Figure 3. Fishbone Diagram (Self-compiled).

The diagram can be helpful in identifying possible causes for a problem that might not otherwise be considered by directing the organization to look at the categories and in brainstorming to identify possible causes of the problem, the work-place stress. The processes and systems involved in the problem of the organization would be investigated in this manner, consequently the action plan will have the desired outcomes, eliminating the problem.
The roots causes identified by the diagram are lack of training and skills, poor management, poor personal development or lack of retention policies. The Fishbone diagram illustrated above identified more than one root cause. Once that the root causes have been identified and the contributing factors, then organizations need to address each root cause and contributing factor as appropriate. The value of the Fishbone diagram stands in going beyond the initial recorded incident, for a better understanding what in the organization’s systems and processes are causing the problem, so they can be addressed.












4. Implementation Action Plan

Based on the acquired data and the thorough analysis of the work-place stress, managers should develop an organisational framework, in order to achieve better mental health outcomes for the employees. The framework might have the next main features: 
· Prioritise mental health in the workplace by developing and delivering a systematic programme of free time activities.
· Proactively ensure that job position design and organisational culture lead to positive mental health outcomes.
· Promote an open culture around mental health.
· Increase organisational confidence and capability.
· Provide mental health tools and support.
· Increase transparency and accountability through internal and external reporting (HSE, 2021).
Nevertheless, organisations should focus their efforts on identifying the main risks of stress to people and implementing measures to reduce or eradicate them. In this sense, the most common methods used to identify and reduce stress in the workplace might be:
1. Implementing an employee assistance programme.
2. Organizing monthly staff surveys to identify causes.
3. Flexible working options/improved work–life balance.
4. Risk assessments/stress audits.
5. Training aimed at building personal resilience, such as coping techniques or mindfulness.
6. Training for line managers to manage stress.
7. Involvement of external agencies specialised in occupational health.
8. Creating a stress guidance.
9. Stress management training for the whole workforce.
10. Prevention
The prevention of the workplace stress is based always on a risk assessment of the sources of stress. Next, employees should receive targeted training and support in periods of change or economic uncertainty.
An early addressing of the early signs of an issue can prevent its escalation, especially when employees raise an issue. In this sense, managers could develop a supportive work culture to encourage staff to discuss and seek support when experiencing stress. The supervisors, line managers and mangers should be also trained to review workloads, duties and responsibilities of the labour force. The leadership should know their teams thoroughly and should lead by example to promote healthy working habits, especially in remote working.

An example of action plan is created below:
· Free yoga and meditation classes for the employees.
· Resilience training on the job.
· Individual counsellors at the work place.
· Indoor and outdoor physical activities.
· Ensure a better work-life balance.
· Reduce high work pressure by reducing the week work to 4 days.
· Promote a healthy diet and a positive work attitude.
· Increase promotions and incentives at the workplace.
· Work more on teams.


5. Success Indicators

The effectiveness of the problem-solving process can be measured by comparing Planned versus Actual results. An action plan can be predictable if it is based on the information gathered to support the outcome. If the organization understands the process that generates the work-place stress, if it is capable to identify the root cause and if it finds an effective solution to prevent and eliminate the cause, then it has achieved and measured the success (Lean Execution, 2010).
If the problem is recurring, means that it was not properly defined and that the root cause was not correctly identified. It means the action plan required to address the root cause is completely inadequate. 
The ability of an organization or team to accurately define, solve, and implement an effective solution with a high degree of success also serves as a measure of its action plan.
The success of the action plan could be also measured by quantifying how much has changed in the number of stressed individuals, comparing the initial data with the updated data, also highlighting which feature of the action plan has been most effective. 
Organizations should also consider preventive interventions focused on the individuals’ motivation and skills for a better connection with the society and, in some cases, for a quality reemployment for those who lost their jobs and consequently are stressed.
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Appendix 1
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Appendix 2
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TANAGEMENT STANDARDS

DEMANDS

cludes issues such as workload, work patterns, and the work environment

The standard is:
[XX% of] Employees indicate that they are able to deal with the demands of their
Jjobs; and
Systems are in place for individuals’ concerns to be raised and addressed

States 10 be achieved:

DS 1: The organization provides employees with adequate and achievable demands in
relation o the agreed hours of work

DS2: People skills and
DS3: Jobs are designed to be within the capabilities of employees

DS4: Employees’ concerns about their work environment are addressed

CONTROL
— how much say the person has in the way they o their work
The standard is.
[XX% of] Employees indicate that they are able (o have a say about the way (hey worl
and
Systems are in place for individualsoncerns to be raised and addressed
States 10 be achieved:
CoS1: Where possible, employees have control over their pace of work

ies are matched (o the job demands

CoS2: Employees are encouraged to use thy vc to do their work
CoS3: Where possible employees are encouraged to develop new skills to help them

undertake new and challenging pieces of work

CoS4: The organization encourages employees to develop their s
CoS5: Employees have a say over when breaks can be taken
CoS6: Employees are consulted over their work patierns
SUPPORT
— includes the encouragement, sponsorship and resources provided by the organization, linc
management and colleagues
The standard is:
[XX% of] Employees
Systems are in place for individuals’ concerns (o be raiscd and addressed
States 1o be achieved:
$S1: The organi zation has policics and procedures to adequately support employees

dicate that they receive adequate support at work; and

$52: Systems are in place to enable and encourage managers to support their staff
$53: Systems are in place (o enable and encourage employees (o support their
colleagues
$54: Employees know what support is available and how and when to access it
555: Employees know how to access the required resources to do their job
556 Employees receive regular and constructive feedback
RELATIONSHIPS
— includes promoting positive working to avoid conflict and dealing with unacceptable.
behaviour
The standard is:
[XX% of] Employees indicate that they are satisfied with the behaviour of work
colleagues; and

isks arising from unacceptable behay

Systems are in place for individuals’ concerns to be raised and addressed |this
includes indivi

States io be achieved:

ReS1: The organization promoes positive behaviours at work to avoid conflict and
ensure faimess

ur are appropriately managed

ReS2: Employees share information relevant to their work

ReS3: The organization has agreed poll
unacceptable behaviour

and procedures to prevent or resolve

ReS4: Systems are in place o enable and encourage managers to deal with unacceptable.
behaviour

ReS5: Systems are in place to enable and encourage employees to report unacceptable
behaviour

ROLE

— whether people understand their role within the organization and whether the

organization ensures that the person does not have conflicting roles

The standard is
[XX% of] Employees indicate that their roles and responsibilities are clear and
compatible; and
Systems are in place for individuals’ concerns to be raised and addressed

States to be achieved:

RoS1: The organization ensures that, as far
places upon employees are compatible

s possible, the different requirements it

RoS2: The organization provides information to enable employees to understand their
ol and responsibilities

RoS3: The organization ensures that, as far as possible, the requirements it places upon
employees are clear

RoS4: Systems are in place o enable employees to raise concerns about any.
uncertainties or conflicts they have in their role and responsibiliies

CHANGE

— how organizational change (large or small) is managed and communicated in the organization
The standard is.

[XX% of| Employees indicate that they are consulted about and offered the
opportunity to participate in workplace changes; and

Systems are in place for individuals’ concerns o be raised and addressed

States 10 be achieved:
ChS1: The organization provides employees
understand the reasons for proposed changes

mely information to enable them to

ChiS2: The organization ensures adequate employee consultation on changes and
provides opportunities for employees to influence proposals

ChS3: Employees are aware of the probable impact of any changes (o their jobs. If
necessary, employ n training L0 support any changes in their jobs

s are g
ChS4: Employees are aware of timetables for changes

Chss have acces

imployecs
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DRAFT STANDARD — DEMANDS
The organization has achieved the standara if

o atleast 85% of employees indicate that they are able (o cope with the demands of their
jobs; and
» systems are in place locally to respond to any individual concerns

States 1o be achieved:

« The organization provides employees (including managers) with adequate and achievable
demands at work [DD.8.1]

 Job demands are assessed in terms of quantity, complexity, and intensity and are
‘matched to people’s skills and abilities [D.S.2]

© Employees have the necessary competencies to be able to carry out the core fiuncti

their job [D.S.3]

« Employees who are given high demands are sble to have a say over the wey the work is
undertaken (see standard on Coutrol) [D.S.4]

« Employees who are given high demands receive adequate support from their managers
and colleagues (see standard on suppor) [D.S.5]

« Employees ins:
their jobs [D.S.6]

ty-critical roles are competent and able to cope witl the pressures of

« Repetitive and boring jobs are limited, so far as is reasonably practicable [D.5.7]

 Tmployees are not exposed to a poor physical working environment (the organization
has undertaken a risk assessment to ensure that physical hazards are under appropriate
controls) [D.S.8]

« Employees are not exposed to physical violence or verbal abuse [D.5.9]

* Employees are provided with mechanisms that enable them to raise concerns about
health and safety issues (e.g. dangers — real or perceived, working conditions) and
working patterns (e.g shil work systems, uncertain hours, etc.) and where necessary
appropriate action is taken [D.S.10]
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