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What 1s Stress?

HSE defines stress as ‘the

adverse reaction people
have to excessive
pressures or other types
of demand placed on
them’.

Employers have a legal
duty to protect workers
from stress at work by
doing a risk assessment
and acting on it.




Scale of the UK problem: Occupational Stress
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https://www.hse.gov.uk/statistics/causdis/stress.pdf



https://www.hse.gov.uk/statistics/causdis/stress.pdf

All jobs have the capacity to be stressful!

Research has identified 5 major categories of work

stress (Cooper et al, 1988)
Factors intrinsic to the job
Role in organisation
Relationships at work
Career development and achievement

Organisational structure and climate

More recently a focus also on the home / work
interface

HSE: six areas of work that need to be managed
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The ILO's v
Decent Work
Agenda

* “Decent work sums up the aspirations
of people in their working lives. It involves
opportunities for work that 1s productive
and delivers a fair income, security in the
workplace and social protection for all,
better prospects for personal development
and social integration, freedom for people
to express their concerns, organize and
participate in the decisions that atfect their
lives and equality of opportunity and
treatment for all women and men” Decent
work (ilo.org)



https://www.ilo.org/global/topics/decent-work/lang--en/index.htm
https://www.ilo.org/global/topics/decent-work/lang--en/index.htm

Sources of work stress

HSE: Six main areas of work that can affect stress levels.

Demands — workload, work patterns and the work environment
Control — how much say the person has in the way they do their work
Support — encouragement, resources provided by the organisation, line management and colleagues

Relationships - promoting positive working to avoid conflict and dealing with unacceptable
behaviour

Role — whether people understand their role within the organisation and whether the organisation
ensures that they do not have conflicting roles

Change — how organisational change (large or small) is managed and communicated in the
organisation

https:/ | wwm.hse.gov.uk/ stress/ standards/ index:. htm



https://www.hse.gov.uk/stress/standards/demands.htm
https://www.hse.gov.uk/stress/standards/demands.htm
https://www.hse.gov.uk/stress/standards/control.htm
https://www.hse.gov.uk/stress/standards/control.htm
https://www.hse.gov.uk/stress/standards/support.htm
https://www.hse.gov.uk/stress/standards/support.htm
https://www.hse.gov.uk/stress/standards/relationships.htm
https://www.hse.gov.uk/stress/standards/relationships.htm
https://www.hse.gov.uk/stress/standards/role.htm
https://www.hse.gov.uk/stress/standards/role.htm
https://www.hse.gov.uk/stress/standards/change.htm
https://www.hse.gov.uk/stress/standards/change.htm
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Optimal arousal
& Optimal performance

Impaired performance
because of strong anxiety
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Yerkes-Dodson Law - an inverted U Curve




Cost of stress

® Personal cost * Cost to society

® National health service

Minor ailments — e.g. Headache

: . . *  Company cost
Serious illness — e.g. coronary heart disease et

: * Job satisfaction, job performance, absenteeism
Social problems — e.g. alcohol or drug

abuse * UK Health and Safety Executive

Family problems — families suffer when o B 00000G ed g caralont e yar

one member is under stress * (12 Billion cost




Cost of stress

higher statf turnover

Signs of
-
stress 1n
s
decreased performance
more complaints and grievances
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* Spend five minutes identifying common sources of stress in
your current working environment.... Make a note of these
and be prepared to share them with the group

* Also reflect on any additional sources of stress you may feel
(these do not need to be shared!)

* What impact has COVID-19 had on your working

environments?

Headache Sadn |




Social Support at Work

Job demand-Control Model of Stress
(Karasek, 1979)

Social Support
(Johnson & Hall, 1988)
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Organisational structure and climate
Culture of the organisation: the values, assumptions and norms
shared by the organisation
Mismatch between individual and organisational values

Unfair organisational climate: perceived fairness and justice
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Managing stress at work




Managing stress at work

demands
control
support
relationships
role

change

* Of these, which are the most
amenable to change by the
organisation?

® Buveille



Managing stress at work

Primary level interventions - Secondary level interventions — Tertiary level interventions -
tocused around prevention focused around early intervention treatment, counselling, job redesign
and coping etc




What can we do as

employees?




A cognitive model of stress

Behavioural response

) Cognitive Physiological response

Trigger
= response

Emotional response
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Coping effectiveness training (Folkman 19806)

Problem
focused

coping

\Emotion J

focused
coping

Avoidant
coping




Problem-focused Coping

Problem-focused coping involves trying to change the
situation in order to eliminate the cause of the stress.
Problem-focused coping 1s useful in situations that are
amenable to change, but may increase our stress in
situations which are not able to be changed.

Useful strategies include:
Problem solving
Making a plan of action and following it
Information seeking
Secking support to make a change

Talking to a person to seek change
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Emotion-focused coping

Emotion-focused coping can help us manage the negative

“Dr. Peancbaler has demonstrated that expressing emotions sppean

emotions we feel when we are under stress, and includes e R S S

long term health beaelits,”— The New York Times

strategies aimed at reducing the level of distress

experienced, rather than trying to change the actual cause OF@y\i y\g, \LF

of the stress. Useful techniques include: b

Y Writi g
Secking social support "t D oW

Emotional expression How Expressive Writing

Improves Health and Eases
Emotional Pain

Thinking of the positives in a situation

Meditation techniques and mindfulness James W, Pennebaker, PhD

Joshua M. Smyth, PhD
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Avoidant Coping &
Active Distraction

Adaptative versus maladaptive
strategies

Worry can be like a habit...

Control your worries... don’t let
them control you
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Coping effectiveness training (Folkman 1986)

* Match your range of coping
strategies to each of the sources of Problem

ay . Avoidant
stress you identified earlier . focused
coping :
coping

* Do they work?
Emotion

: focused
° P
Are they the most appropriate: o




Self-care as a coping strategy

Exercise Take a break

Eat well Walk away

Get enough sleep Spend time 1n nature

Drink water (Go on annual leave!




Identitying opportunities for change

* What small changes can you make?

* What changes can you agree on as a
team?

* How can you increase your perceived
and actual control over your working
environment?




Social Support at Work

® L Eeer suppott

* Wellbeing initiatives

* Compassion




Team Culture

* Hybrd Working * Technology

* Student demands *  Boundaries

* Compassion Fatigue *  Multiple roles
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Talking Toolkits

* Engage 1n appropriate Talking Toolkit

Preventing work-related stress

conversations about stress and
wellbeing at work

* Recognise individual differences
Talking Toolkit: Preventing
work-related stress

(hse.gov.uk)
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https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf
https://www.hse.gov.uk/stress/assets/docs/stress-talking-toolkit.pdf

Go through the following questions with your employee or team

Does your workload feel achievable? Think about which tasks take up the most time and how your
organisation copes at busy times.

Do you feel the deadlines you are given are realistic? Do you often have conflicting deadlines?

Have you had the right training to carry out the core functions of your job?

What improvements or support could be put in place to help with any of the issues you have talked
about? Think about you, your line manager, your organisation.




Tackling Stigma

* Education and discussion * Reluctance to admit feelings of
stress will lead to more problems

* Open culture — be proactive so that
support can come sooner * Identify mechanisms for talking
about stress and identifying

opportunities for change and
* Awareness of UWTSD and other greater control — however small

sources of support




Any questions?

YOU CAN'T CONTROL
THE WIND, BUT YOU CAN
ADJUST THE SAILS
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