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[bookmark: _Toc89984544]Introduction 
This report is concerned with analysing the complex issue related to stress generated by the professional life of individuals within the UK. Consequently, within the report, a number of aspects are described and critically discussed. These include the nature and impact of work-related stress, a cause-and-effect analysis, a PESTLE Analysis, a presentation of potential solutions, an action plan and thus, key success indicators for the action plan selected. 
[bookmark: _Toc89984545]Defining the Problem
The complex problem discussed throughout this report is a current UK phenomenon that refers to work-related stress and its impact on the employees as well as employers. As per the case study discussed, this source of stress is predominant and closely followed by financial stressors. Moreover, the issue states that younger generations are more affected compared to older generations. This signals a need for contemporary solutions that address the effects and causes of work-related stress for the entirety of the working population of the nation.
[bookmark: _Toc89984546]Scope and Impact of the Problem
The problem, according to Cousins et. Al. (2004), affects all the industries of the UK economy. Regardless, workers in specific industries experience a greater degree of stress compared to others. For example, employees in customer-facing environments testify to a higher level of stress compared to those in non-client-facing environments. 

What is more, the complexity of the problem is a result of the combination of both short- and long-term impacts it presents on those affected, i.e., both organisations and their workforce. These impacts are described by Klitzman et. Al. (1990) as:
•	Organisational – low productivity, low engagement, high turnover, high costs associated with absenteeism and recruitment, poor brand image, low quality of service
•	Individual – includes the physical impacts of prolonged stress as well as mental and emotional. For example, stress can lead to insomnia, heart palpitations, high blood pressure, anxiety and depression. 

Overall, the impact of the issue expands beyond the workplace into the market place as well as into the personal lives of employees.
Cause and Effect Analysis 
There are several causes that have been identified by Bartram and Turley (2009) as to cause work-related stress within and outside the United Kingdom. These causes are:
1.	Financial stress – this refers to poor pay in relation to the complexity and volume of work and to the stress related to job insecurity and thus losing the job. These overall causes can translate in an inability for the employee to cope and meet their own needs. This in itself leads to further work-related stress. 
2.	Relationship issues within the workplace – this refers to a range of problems and relations. For example, the relationship between the employee and the manager may lack openness, may be too informal, may imply bullying or simply may disregard the nature of the workplace. In addition, other work-place relations can be considered here such as employee-employee relations. This cause refers therefore to workplace politics. 
3.	Working environment – there are a number of elements that can significantly impact on employee wellbeing. These include poor working conditions that can lead to accidents or to poor health in general. Moreover, these similarly encompass the nature of the resources required for the staff members to carry out their responsibilities. To illustrate, poor hardware can lead to delays and frustrations. As managers expect results within a specific timeframe that is not met, these frustrations are built upon and transformed into added stress. 
4.	External environment – as previously mentioned, there are certain industries that suffer from work-related stress to a greater degree compared to others. As such, the causes within the external environment include angry or dissatisfied customers, the economic stability of the industry/country, the quality of suppliers etc. 

The impact of these causes is either directly linked to work-related stress or indirectly. In other words, a number of the causes above result in stress while others result in feelings such as frustrations or pressures that can impact on wellbeing.
[bookmark: _Toc89984547]PESTLE Analysis 
For the purpose of understanding the external factors that can impact upon the complex problem related to work stress, Nelson and Burke (2002) discuss the following factors:
•	Political factors – these factors encompass the impact of the UK Government on the issue at hand. For example, different political parties may prioritise the problem while others may disregard it. As such, the focus on resolving work-related stress within the UK is highly dependable on politics in the country. Moreover, different governments pass laws as in accordance with their agenda alongside other factors. These laws, despite being considered legal factors, can be influenced by politics and can, in turn, influence the issue. 
•	Economic factors – there are two main phenomenon that can have a critically effect on the problem discussed within this report. These two factors are the growing interest and expansion of globalisation and, on the other hand, the effects of recession on employee stability and wellbeing. 
•	Social factors – these factors are often predetermined factors that can determine whether an employee is more at risk of work-related stress or otherwise. As mentioned by the case study, demographics (i.e., age) are one of the key factors to consider when assessing the employee groups affected by the issue. In addition, staff members that suffer from pre-existing health conditions (regardless of their nature) may similarly be more at risk of further stress. 
•	Technological factors – despite the fact that work-related stress is predominantly a reality for younger generations, the older employees may be at risk of stress due to new technologies being introduced within operations. This is often due to a lack of exposure or adversity to technology. 
•	Legal factors – as mentioned when discussing political factors, laws can impact on the issue. For example, laws can impose measures on organisations to ensure better working conditions, better pay or better work-place relationships. 
•	Environmental factors – a vital factor to consider here is the interest the younger, working generation presents in relation to the environment and sustainability. Thus, companies that do not align their values and operations with contemporary societal issues stand to cause further stress and hence to risk their own profitability.
[bookmark: _Toc89984548]Evaluation of Solutions 
Brun and Dugas (2008) discuss the importance of recognition in terms of motivating employees and effectively managing work-related stress. Either through financial rewards or other mediums, recognition is an interesting solution as it involves an arguably low cost to businesses. On the other hand, Ford and Locke (2002) state that offering paid time off may represent a suitable solution as employees are able to take time away from the sources of stress and hence recharge. Nevertheless, these solutions present a negative aspect: the fact that they do not address the core causes of work-related stress. 

In order to address the causes of the problem as discussed above and to prevent or offset the negative effects it leads to, more complex and expansive solutions must be implemented. Consequently, Kortum, Leka and Cox (2010) present the following positive recommendations:
1.	Encouraging open communication – this solution addresses the causes related to work-place relations and it moreover ensures that employees are heard and involved in decisions that directly impact their wellbeing
2.	Offering mental and physical support – this solution can ensure that the workforce is benefiting from support for pre-existing conditions as well as from conditions developed throughout their employment. This can significantly offset the negative impact of the problem as support in itself can lead to further solutions. 
3.	Enabling flexible working – depending on the employee, working away from the office or at different times can critically drive job satisfaction and it can contribute to the minimisation of office politics as negative traits are nurtured to a lesser degree. 
4.	Ensuring a suitable working environment – from equipment, to resource availability to facilitating a safe environment, this solution eliminates potential frustrations and stressors that are unrelated to the nature of the work in itself.

[bookmark: _Toc89984549]Action Plan 
Considering the above solutions evaluation, a decision can be implemented to adopt the four recommendations that present positive outcomes. In order to do so effectively, a plan must be formulated for each solution integration to achieve its objective: reducing/eliminating work-related stress. 

[bookmark: _Toc89984550]Action Plan for Open Communication
According to Guo and Sanchez (2005), the initial step towards enabling open communication is facilitating a no-blame environment. In order to do this, however, managers must be trained in relation to unconscious bias, to empathy-related traits and to overall leadership strategies. As a result, managers are able to lead by example and to foster an environment that values employee input. 

[bookmark: _Toc89984551]Action Plan for Mental and Physical Support
A potentially obvious plan in relation to this solution is purchasing health employee packages. Nevertheless, an additional step can be adopted by organisations: training internal support workers for the workforce to go to with potential problems that they are not comfortable discussing with their managers. While the cost of this solution may appear high, it is considerably offset by the profitability increases related to lower job turnover, lower costs, lower absenteeism, greater quality etc. 

[bookmark: _Toc89984552]Action Plan for Flexible Working
This solution is not applicable within all UK-based industries. For example, construction workers that work on sites are unable to work from home. Nevertheless, those roles that can be performed remotely or at any time of the day can greatly benefit from flexibility as employees are able to work at their own pace, in their own environment, during their most productive time frames (Kelliher and Anderson, 2010).

[bookmark: _Toc89984553]Action Plan for Optimising the Working Environment
In addition to investing in quality resources that employees depend on in order to achieve their objectives and in addition to providing a safe environment, employers must consider simple solutions to generate a working environment that is conducive of productivity. For example, Jukes (1999) argues that simply decluttering the working space has a considerable impact on performance.
[bookmark: _Toc89984554]Key Success Indicators 
Seashore and Taber (1975) identify the following success indicators to measure whether work-related stress is improving or otherwise:
1.	Absenteeism – as stress is minimised within the workplace, a lower volume of absenteeism is expected due to employees being more comfortable to perform their duties within the organisation. 
2.	Productivity – as morale is improved, engagement is maximised and employee wellbeing is prioritised, productivity is expected to grow exponentially. 
3.	Quality of work/service/product – the state of the workforce is often highlighted by the quality of the service a business offers. This is because of the direct connection between staff commitment to the organisation and input. 
4.	Employee satisfaction – surveys and conversations can enable managers to understand whether employees are satisfied or are currently experiencing a sort of work-related stress. 

[bookmark: _Toc89984555]Conclusion 
Overall, the complex problem related to stress generated by the work place is a critical factor that UK-based employers must take into consideration if growth, sustainability and success is a priority. This is because the human resources within a business are core to its ability to deliver upon its offering.
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