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Liverpool Hope University Organisational Stress Risk Assessment
	School/Department:
	Organisational Stress Risk Assessment (OSRA) for Leadership Assurance and School and Professional Services specific Departmental Stress Risk Assessment (DSRA) Application
	Risk Assessment Ref:
	Version 2
January 26

	Activity Title:
	Liverpool Hope University OSRA and DSRA Template

	This assessment supports production of specific departmental stress risk assessments, required when data indicates ‘hotspots’ of stress, or where the work environment differs from the organisational level assessment measures. Reference to Manager in this assessment refers to leadership within Schools and Professional Services Departments. Managers designated to implement actions from this assessment should understand their responsibilities as agreed at local level and aligned with our COP and USHA HE Guidance on responsibilities at Executive Leadership, Senior Managers, Line Managers and all Employees. 

· Risk Evaluation: Stress is complex, impacting on people in different ways with differing levels of stress tolerance. Evaluation in this assessment is designed to focus on ‘what are we doing now, and what else do we need to do’ to achieve suitable and sufficient mitigation and control. This assessment will not focus evaluation using risk matrix scoring or H/M/L values.

· Reasonably Practicable: measures should be ‘reasonably practicable’ and proportionally balanced against departmental/school aims, resources and practical means to carry them out. It is reasonable that not all aims/actions can be achieved at a certain point in time. 

· Organisational Measures (right column): Schools/departments should adopt the organisational measures and actions, with timely and ongoing adherence, documenting how measures can be proactively and specifically applied with consideration of the work environment and dynamics of schools, departments and teams, while recognising not all measures may be relevant to each setting. Record what you’re going to do. 

· School/Departmental Control Measures: To assist in identifying additional proactive control measures, primarily refer to this OSRA, Managers Guide to School and Departmental Stress Risk Assessment , USHA Guidance and HSE’s Talking Toolkit for Education. Reviewing the control measures section should help you decide if what you’re already doing is sufficient or if action is required. Using the HSE/CIPD Line Manager Competency Tool Kit provides self-reflection and personal assessment of leadership style and manager behaviours that may impact on stress for validation of style or adjustment and learning needed. 

· Action Plan: Where additional and specific actions have been identified from analysis of local data and assessment, these should be recorded and tracked until completion in the risk assessment action plan at the bottom of this form. 

· The October 2023 Stress Indicator Tool: Survey provided quantitative and qualitative data, as presented in the in the HSE (SIT) Stress and Wellbeing Report 2024. Data identified a need for improvement across all HSE Management Standards, with ‘Change’ and ‘Demands’ presenting the highest levels of risk and priority for control. Nine specific organisational-level actions were developed from survey findings and implemented through an action-tracking process. 

· Future SIT survey and analysis should provide updated evidence to evaluate trends, measure the effectiveness of controls, identify emerging risk areas, and inform the continuous review and refinement of this OSRA and associated action plans.

· Stress Indicator Tool Survey: In preparation for the evaluation of DSRA, specific information gathered from the University survey about your school or department can be requested from the Health and Safety Advisor to provide data as a starting point to inform who could be subject to stress and how. 

The following data and evidence sources should be considered to specifically inform the evaluation of school/departmental assessment:

· Staff survey results (Engagement, Wellbeing, Stress or other relevant University or school/departmental surveys)
· Sickness absence data 
· Staff turnover rates 
· Reported stress cases (Information tracked and assessed via People Services with reporting at 3rd H&S Committee of the year)
· Exit interviews (Information tracked and assessed via People Services with reporting at 3rd H&S Committee of the year)
· Referrals to Occupational Health 
· Information from existing staff forums, trade union input and surveys, meetings and individual discussions with staff
· Significant pressure points during the academic year
· Significant changes within teams 




	Who could be harmed by failing to manage stress and wellbeing at organisational level
	All Professional Services and Academic Staff. DSRA should provide specific detail.

	Risk Assessor 
Name: Eddie Fahy, Health and Safety Advisor
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Signature:            
	Date: 16.01.2026

	Lead Person / Line Manager Approval
Name: Andy Catterall, Director of Governance and People Services
	
Signature: Andy Catterall

	Date: 16.01.2026

	Review Date:

This assessment should be reviewed at least annually, when information suggests increased levels of stress in teams or when significant changes in the work environment occur.
	September 2026 (or sooner)
	Related procedure references:
	· Stress and Wellbeing PS and COP,
· Managers Guide to School and Departmental Stress RA
· HSE' Talking Tool Kit
· 
· USHA HE Guidance 

	Stress Risk Factors and how people could be harmed 
	Management Standards to be achieved and existing University Measure, Policy and procedures
	School/Department Control Measures (At Organisational level for local adaption) After local consultation, provide details of your local control measures in response to the questions below. If nothing is being done or considered insufficient, then action will be required.
	Tick where action required. 

	Demands

	Workload
demands in relation to the agreed hours of work are not adequate or achievable
	· Standard: Staff are provided with adequate and achievable demands in relation to the agreed hours of work. Skills and abilities are matched to job roles. Staff concerns about their work environment are addressed. 
University Strategic Plan to set out the University’s values, promote wellbeing, equality, inclusivity, respect and diversity, while underpinning everything we do. 

People Services Webpage 
Providing access to supporting information for stress and wellbeing. Stress and Wellbeing PS and COP guidance should be effectively communicated so that all staff are aware it exists and where to find it. 

Workload Model Framework  is in place for academic staff. Workload model tracking of hours reported to People Services for review and analysis. 

Professional Services - The acceptable workload standard Staff should work their contracted hours with excessive hours mostly avoided. Realistic work deadlines should be in place with the ability for to roll over until the following day or week and further as necessary until acceptable/comfortable workload standards resume. 

University Staff Development  Staff training, coaching and adequate supervision for staff. 

Leadership development and training support from People Services.

Dignity at Work Policy sets standards of behaviour and informs staff of acceptable behaviour at work. 

Bullying and harassment at work reporting portal  for proactive action for reported bullying and harassment. 

University Health and Work Information,   information on support available to staff and their physical working environment. 

University security staff, workplace security and workplace violence risk assessments applied where necessary.

Practised emergency plan procedures and security, emergency information is provided to all staff. 

Actions to keep safe on campus information and Stay Safe Principles. 

Incident reporting procedures are in place for workplace threats and violence, with all incidents reported to H&S for investigation. 

Reporting - Near Miss, Unsafe Acts, Behaviours and Conditions.
	How do you organise staff roles with equitable, achievable, and realistic work demands in mind?

Academic staff will be aware of their SAM hours biannually by their HoS or nominee. If staff exceed non-self-directed hours, assessment of ‘why’ with workload redistribution or reduction will be implemented, while ensuring fair and proportionate workload across teams (Action 1). 

In Jan 26, VC, DVC&P and COO visiting all academic areas to assess and discuss workload and SAM. 
Professional Services Managers will act where staff work beyond acceptable workload standards (as left column), validating staff member is not subject to signs of stress or burnout in voluntary/beneficial circumstances, i.e. paid overtime. Adjust deadlines, vary hours and start times, or provide additional support to reduce excessive hours when imposed due to work demand (Action 2).
School/department leadership should continuously seek opportunity for efficiency in work processes and systems to mitigate unnecessary demands on staff (Action 3).
Schools/departments should plan for challenging workload periods, communicating staff expectations early, and providing visible support during intensive periods (Action 4). Less intensive periods should follow intensive/stretched working where possible, to allow recovery and a comfortable pace of work to prevent burnout (Action 5).
How do you ensure adequate staff resources in your school/department to meet job demands, while avoiding staff being spread too thinly or becoming a single point of failure?
Review staffing levels periodically to ensure critical roles have sufficient trained and skilled staff. Escalate resource concerns with a timely response. Promote knowledge and skill sharing among teams to reduce over-reliance on individuals. Ensure workload support during staff absences or intensive periods.
	[bookmark: Check1]|X|

	Competency
where skills and abilities are not matched to the job demands
	
	How do you match demands to staff skills and abilities?
Managers should talk with staff during one-to-ones and team meetings to address training needs. Provide training and CPD to develop ability and skill where needed (Action 6). 
Do you provide guidance to help staff prioritise tasks and workload?
Managers will consult with People Services (PS) for support where necessary and offer guidance, staff mentoring support and information to help staff manage tasks/workloads efficiently and effectively. People Services will communicate wellbeing related policy annually (Action 7). 
	|X|

	Working Patterns 
Tight or unrealistic deadlines, or excessive hours expected


	
	Do you talk with staff in meetings to plan for upcoming deadlines, workload intensity, and excessive demands?
Managers will engage with staff through team meetings and one-to-ones to anticipate and plan for peak workload periods, taking account of academic calendars, assessment deadlines, research, and administrative demands. Unrealistic deadlines should be adjusted where possible.
How do you ensure repetitive and monotonous work is minimal?
To reduce foreseeable stress from repetitive or monotonous tasks, managers should regularly review roles, introduce task, work rotation where feasible, and provide professional development opportunities to enhance engagement.
	|_|

	Physical environment or violence 
and concerns not addressed

	
	How do you ensure that staff have a safe and comfortable physical work environment?
Conditions are assessed for adequate DSE and ergonomic equipment, lighting, ventilation, and temperature control. Control measures are in place for hazards such as, lone working, violence, or verbal abuse. 
Security, CCTV and access control support staff safety. Conflict management training and support is available. Staff are encouraged to report concerns or incidents.
	|_|

	Stress Risk Factors and how people could be harmed
	Management Standards to be achieved and existing University Measure, Policy and procedures
	School/Department Control Measures (At Organisational level for local adaption) After local consultation, provide concise details of your control measures in response to the questions below. If nothing is being done or considered insufficient, then action will be required.
	Tick where action required


	Control

	Inappropriate pace of work
Lack of control of pace of work, e.g. sufficient breaks from intensive working can be taken



	· Standard: Staff have a say and control over their pace of work (where possible), are consulted on work patterns, are encouraged to use existing skills and develop new skills to support their job. Individual concerns are responded to effectively. 
People Services Webpage providing access to HRM’s and supporting information for stress and wellbeing 

PS promoting awareness and compliance with university policy and guidance for effective control (e.g., flexible, agile working to support a work life balance and childcare support)

Learning and career development opportunities for all staff. 

Professional development meetings and 1-1 conversations with Line Managers with opportunity to explore risk of excessive pressures. 

Regular team meetings with staff encouraged to participate in decision making. Effective academic planning and timetabling. 

Employee Relations Information  Working in partnership with Trade Unions, staff committees and staff forums for employee relations, conflict and grievance resolution.
	How do you ensure staff have reasonable control over their pace and pattern of work, including the ability to take breaks, particularly during intensive periods?
Managers should encourage staff to take regular breaks from work, e.g., lunch or refreshment break. Encourage autonomy by enabling staff to manage their own workload where appropriate. 

During peak or intensive periods, managers should provide guidance on task prioritisation and engage with staff regularly to help maintain balanced workloads. 
Where possible, agile and flexible working arrangements should be promoted to support family life and personal commitments, with arrangements considered alongside school/department objectives.
	|_|

	Work Skills
Lack of encouragement to use and develop skills and initiative in work




	
	How do you encourage staff to use their existing skills and initiative, and support them in developing new skills?
Encourage staff to use skills and autonomy in decision-making. The University provides access to CPD, mandatory and optional training and opportunity for development. Staff are encouraged to set personal development goals during Performance Review (Action 8). 
Staff should be enabled to adapt to new and challenging work. Promote a culture of learning through recognition and career progression opportunities where possible.
	


|X|




	Work Patterns
Poor consultation over work patterns
	
	How do you ensure staff have a reasonable say about how their work is organised and undertaken?

Involve staff in decision-making through team meetings and one-to-ones. Feedback is encouraged, adjust work where possible, allowing staff to raise concerns and suggest improvements in work patterns.
	|_|

	Stress Risk Factors and how people could be harmed
	Management Standards to be achieved and existing University Measure, Policy and procedures
	School/Department Control Measures (At Organisational level for local adaption) After local consultation, provide concise details of your control measures in response to the questions below. If nothing is being done or considered insufficient, then action will be required.
	Tick where action required.


	Support

	Colleagues 
Inadequate support from colleagues 
	Standard: Managers are encouraged to support their staff, with systems in place to enable and encourage colleagues to support each other. Staff know what support and job resources are available and how to access it. Staff receive regular and constructive feedback. 

Regular team meetings with stress, wellbeing and colleague support a standing agenda item.

Wellbeing Champions Network – specific wellbeing remit and ‘go to’ for wellbeing support.  

Awareness and compliance with university policy and guidance (e.g., Sickness Absence Policy, Leave Policy, Agile Working Policy).

Available support, training, cognitive self-help and advice from People Services - Six Ways to Wellbeing  and Wisdom Wellbeing App 

Supporting Your Mental Health Staff resources and help to support stress and mental health.
Individual staff displaying signs of stress subject to specific individual stress risk assessment with Line Managers and HRM collaboration and support.

OH Services and EAP available to all staff via People Services. University counselling service available to all staff. 

University Strategic Plan - outlining leadership commitment to wellbeing. 

Network of Mental Health First Aiders to support and sign post colleagues. 

Wisdom app and online mental health service -Togetherall. 

Regular communications to all staff on support services and network services available. 

Managers and ‘all staff’ Stress at Work information, training available and refreshed via staff development.

Performance development conversations and line manager 1-1’s incorporating regular conversation and feedback with staff. Regular team meetings with stress and wellbeing an agenda item. 

Liverpool Hope UCU Contact Information  
Liverpool Hope Unison contact information 

People Services Policy on staff appraisal is available as guidance for Line Managers. 
	How do you ensure that staff can provide support to their colleagues?

Promote a culture of  mutual support and open team communication. Peer support initiatives/mentorship should be made available for colleague support. Encourage staff to suggest preferred support methods and wellbeing initiatives to ensure staff receive support in ways that best meet their needs.

From November 24, stress management training is provided for all managers who are encouraged to use learning to proactively demonstrate supportive behaviours and manage stress in teams. (Action 9). 

Signpost staff to PS resources, Employee Assistance (EAP’s), counselling and occupational health services as necessary. 
	|X|

	Line Managers
Inadequate support from managers
	
	Are regular team meetings held, and are work-related stress and emerging pressures discussed?
Team meetings should be held to promote collaboration, engagement, and open forum for raising wellbeing concerns. Meetings can support early identification of potential stressors, encourage mutual support and discussion of shared priorities. Agenda items should include updates on work-related stress, upcoming deadlines, and anticipated periods of intensive activity (Action 10). 
How do you ensure staff can access, and feel comfortable in seeking managerial support, including when undertaking new tasks?
Provide guidance on how staff can access support, sharing information through emails and team meetings so that resources and assistance are well understood. 
Promote a supportive culture, encouraging staff to seek wellbeing support and early intervention. This will help reduce stigma in seeking support and ensure staff feel comfortable reaching out when needed.
When staff take on new tasks, provide guidance and training to build confidence, reduce stress, and enhance performance.
	|X|

	Support available and accessible.
Individuals unaware of support available or how to access it
	
	Do staff know what resources and job support is available to them?

Inform staff of support through regular communications and (items in the left column), ensuring awareness of resources and employee assistance when needed.

Training, documented procedures, and managerial updates should inform staff of how to access resources and systems to perform their jobs effectively. 

Information about TU membership and local reps is accessible to staff through comms and guidance on how to join and seek support, (as per left column). 

How do you provide information about other support e.g., occupational health, relevant policies and staff benefits?

People Services provide access to support services, including OH, EAP and staff benefits. Information is made available via the People Services webpages for colleague awareness of support and how to access it.
	|_|

	Feedback
Regular and constructive feedback not received
	
	Do staff have one-to-one meetings and development conversations with their line managers?

Managers should ensure that one-to-one meetings are available within teams, providing open communication, task, workload and well-being support. 

Staff development conversations during performance reviews should provide clear expectations and meaningful discussions on career path, support needs, and well-being.


	|_|

	Stress Risk Factors and how people could be harmed
	Management Standards to be achieved and existing University Measure, Policy and procedures
	School/Department Control Measures (At Organisational level for local adaption) After local consultation, provide concise details of your control measures in response to the questions below. If nothing is being done or considered insufficient, then action will be required.
	Tick where action required.


	Relationships

	Behaviours at work
Unacceptable behaviours, conflict among colleagues and low morale in the school/department



















	Standard: Staff indicate that they are not subject to unacceptable behaviours with systems in place to respond to individual concerns. Positive behaviours are sought to avoid conflict and ensure fairness. Policies and procedures are in place to prevent or resolve unacceptable behaviour. Staff are encouraged to report unacceptable behaviour, and managers are encouraged to deal with it effectively.

Staff and Line Manager awareness and compliance with university policy and guidance impacting relationships. People Services e.g., grievance and complaints procedures, access to HRM’s to discuss emerging issues.

Dignity at Work Policy - All staff should be aware of these standards.

Effective communication within teams, performance review, 1-1 with Line Managers and team meetings where honest and open communication is encouraged.

Opportunity is taken for staff to socialise together.

University Mission and Values setting reference towards a positive organisational culture.

Sexual Misconduct and Harassment Reporting Portal. Bullying and harassment portal, bullying and harassment standards. Equality and Diversity Training in place at the University. Guidance on Conflict Resolution and Grievance 

Wellbeing Champions Network  for staff wellbeing support and wellbeing initiatives.
	How do you promote positive working and ensure staff feel able to raise relationship concerns?

Managers should promote, ‘psychological-safety', and foster respectful team relationships through visible support and open communication. Seek early resolution of work-relationship issues and encourage staff  to contact managers to report concerns so that issues can be addressed promptly and transparently.
Are colleagues aware of what is considered unacceptable behaviour at work?

Promote awareness of expected values, ensure staff are aware of the University Dignity at Work Policy on unacceptable behaviours, bullying and harassment reporting portal and communication and e-mail etiquette.

Managers should ensure that they are sufficiently informed and skilled on how to handle and mediate conflicting behaviours and relationships. Liaison with People Services can support development of skills and management of conflict.

Are opportunities, space and time provided for teams to discuss relationships with colleagues away from normal work activity?

Managers should provide dedicated time and opportunity for teams to strengthen relationships through team activities, informal meetings, and team well-being initiatives (Action 11). 
	












|X|

	Sharing of Information
Poor team collaboration and support
	
	How are staff able to work together to build positive relationships and a culture of trust?

Managers should encourage open and honest communication among teams. Trust and respect are built by being fair, listening to concerns, recognising good work, and keeping an open door. Team meetings and social activities provide opportunity to connect, support each other, and strengthen working relationships. 

How do you celebrate collective success with your staff?
Staff are encouraged to share contributions to promote buy-in, pride and unity through team recognition and acknowledgment of individual and team achievements during meetings and communications. 
	|_|

	Stress Risk Factors and how people could be harmed
	Management Standards to be achieved and existing University Measure, Policy and procedures
	School/Department Control Measures (At Organisational level for local adaption for this specific risk assessment) After local consultation, provide concise details of your control measures in response to the questions below. If nothing is being done or considered insufficient, then action will be required.
	Tick where action required.


	Role

	Conflicting requirements.
Conflicting requirements placed on staff. Staff duties not as job description

	Standard: Staff understand roles and responsibilities with adequate information and communications. Requirements placed on staff are compatible and clear. Systems are in place to enable staff to raise concerns, uncertainties or conflicts in their roles and responsibilities. 

Job descriptions are well planned, unambiguous and clear. Any changes in job descriptions are communicated. 

Thorough induction is in place and signed by all new starters.  Any conflict to this measure to be address with Line Managers. 

People Services job description templates are properly considered and clear.

A range of training and coaching is available from Learning and Development to support staff in their roles. 

School, department and team objectives are communicated to help clarify individual and school/departmental roles. 
University Strategic Plan to support staff wellbeing and provide clear objectives. 

	How are any conflicting role demands placed on staff properly considered?

Address conflicting role demands by ensuring staff have defined responsibilities and understanding of team priorities. Where roles overlap, provide clarification, realign duties, set realistic objectives, and ensure workloads remain manageable.

The University promotes realistic workload expectations, encouraging flexible, agile working where possible with support through training, resource allocation and well-being initiatives to ensure staff can balance their responsibilities effectively.

How are job descriptions and performance standards reviewed to ensure duties and expectations are clear and aligned with Estates objectives?

Periodically review and communicate JDs with updates to reflect current duties and priorities. PR should  allow review of work standards, provide feedback, and align expectations with school/department’ strategic goals (Action 12). 
	|X|

	Job role and responsibilities.
Roles and responsibilities not  understood
	
	How are job roles, responsibilities, and objectives communicated to staff?

Job descriptions should be shared with staff during induction and revisited in one-to-ones and PR to clarify expectations with updates formally communicated. 

Individual and team objectives should be agreed through meetings and performance reviews, using frameworks and  SMART goals, documented to ensure transparency and accountability.

What local new staff induction processes are in place?

Mentor new staff with engagement to understanding roles and responsibilities. Training on systems and procedure should be provided. Induction should include specific job role information, departmental objectives, key responsibilities, safety procedures, and support resources available (Action 13). 
	|X|

	Role Requirements
Unclear requirements placed upon staff

	
	How are staff supported in understanding work responsibilities and upcoming priorities?
Provide staff with advanced teaching calendars and work plans, setting out objectives, deadlines, and responsibilities. Use meetings to align team expectations, and upcoming priorities, ensuring staff are supported to meet goals. Provide a supportive environment where staff can raise concerns to resolve any role conflicts. 
	



|_|

	Stress Risk Factors and how people could be harmed
	Management Standards to be achieved and existing University Measure, Policy and procedures
	School/Department Control Measures (At Organisational level for local adaption) After local consultation, provide concise details of your control measures in response to the questions below. If nothing is being done or considered insufficient, then action will be required.
	Tick where action required.


	Change

	Information
Information and reasons for change are not well understood
	Standard: Staff are provided with timely information to enable them to understand reasons for proposed changes, with adequate consultation and opportunity for staff to influence proposals. Staff are aware of the probable impact of any changes to their jobs and are given training to support any changes as necessary.  Staff are aware of timetables for change and have access to relevant support during change. 

University organisational level change communications are in place with staff able to ask questions. Communication Standards – structured updates information, team meetings and feedback forums, open-door, with staff actively involved and given opportunities to ask questions and provide feedback. Key updates are shared with ongoing access to information

Examples of organisational level structured change management processes are:

· The faculty restructure for 24-25
· The modular change for 25-26
· Redundancy during 25.

Working relationships and communication with Trade Unions and staff representatives on the specific change processes were in place during the stated organisational level change.
	How do Managers ensure staff understand and are able to adapt to change?

Where change is likely to result in pressure or stress, including uncertainty, lack of control, role ambiguity, or increased workload during transition, Managers should evaluate impact early and apply standards (left column) for managing workplace change (Action 14). Change Impact Assessment Template.  

Change will be communicated through agreed Communication standards, ensuring staff receive timely information, understand the reasons for change, and are able to ask questions and provide feedback throughout the process (Action 15).
	|X|

	Consultation
Consultation on change and opportunities for staff to influence proposals is insufficient 
	
	How are staff and unions consulted during the change process?
Staff will be consulted with views considered in decision-making (Action 16). Unions are engaged through formal consultations, where representatives provide input, raise concerns on behalf of staff.
What methods allow staff to raise concerns before, during, and after change?

Staff can raise concerns individually or collectively through feedback to Managers, ensuring communication throughout the change process. 
	|X|

	Impact of change
Impact of changes to job roles and work environment is not well understood

	
	How do staff understand the impact of change on their work, and what support is provided?
Transparent communication explaining how change affects individual roles, with opportunities for questions. Staff should be supported through training, mentoring, and access to well-being resources to support adapt to new processes (Action 17). 
	|X|

	Timescales
Timescale for change is not clear 

	
	How do you ensure timescales for change are communicated and understood?
Change timelines should be planned and communicated, reinforcing key dates and expectations. Managers should provide updates and check for understanding. Work adjustments are made as needed to align with new priorities. 
	|_|












Organisational Risk Assessment – Action Plan
This action plan will be reviewed annually by H&S for evidence of success and how measures have been applied at departmental level
	Management Standard (e.g. Demands, Control, Support, Relationships, Role and Change)
	
Specific measurable action, control measure or practical solution as identified from risk assessment

	Action Owner
	Success Measure
	Action timescale
by when
	Date action completed
	Evidence of departmental application 


	
State the management standard.
	
Add any specific action measure adaption, or new measures beyond the organisational level control measures. 

	State who will own the action.
	How will success and performance be measured  
	Set a specific date, or will this be an ongoing requirement?
	State the date of completion or ‘ongoing’.
	how have you actioned this locally?

	
1. Demands

(Academic staff)
	HoS or nominee will review SAM hours biannually and communicate to staff. If non-self-directed hours exceed allocation by 10%, a review and adjustment plan should be implemented within 2 weeks (e.g. work prioritisation, redistribution, considered methods to reduce workloads). 

All Academic Managers have access to SAM for quantifying and reporting. This will be monitored at an organisational level with an annual report on SAM hours. 
	Academic Managers




People Services
	Fewer than 5% of staff over their allocated SAM hours by more than 10%, without having a documented action plan in place
	September 2026

Annually
	




	

	
2. Demands
	If Professional Services staff work regular excessive hours, beyond allocated hours (as per job contracted hours) over a sustained 4-week period, managers should intervene with direct 1-1 discussion on managing demands. 

· Voluntary paid/personal benefit overtime - Confirm that staff member is not subject to stress or burnout, can perform their job and is happy to continue. 
· Non-voluntary due to workload/commitments - Document mitigating actions (e.g. varying hours and start times to allow sufficient rest, colleague support, deadline adjustments, temporary work reassignment). 

	Professional Service Managers
	All cases documented.

80% involuntary cases resolved within 4 weeks.


	September 2026
	
	

	
3. Demands
	The 2023 SIT survey, identified a common qualitative response of efficiency in processes and systems  and duplication of work adding demands. A new or existing University working group, led by a senior member of the University should work to improve efficiency measures. Specific metrics and measurable outcomes should be developed. 

At school, department and team level, managers should consult and seek views of staff on local efficiency in processes and systems to identify and record ideas on how teams can be more efficient in reducing work demands.  
	UEB






All Managers

	A % efficiency improvement after establishing baseline as identified by staff wellbeing pulse surveys.

Parameter will be reviewed after % improvement
	September 2026





September 2026
	
	

	
4. Demands
	Document core intensive, peak periods (e.g. exams, enrolment,
marking, graduation, clearing, inspection, audit) with clear staffing plans to manage intensive periods. 

This should be communicated in team meetings and information could be recorded in the demands section of this RA or teams could produce a work calendar for staff information.  
	All Managers
	Teams can evidence documented workload/intensive work calendars during sampling.
	September 2026
	
	

	
5. Demands
	Following ‘very intensive’ peak periods, implement at least one of the following within 2 weeks. 1. Reduce non-essential meetings, 2. Encourage varied annual leave in line with team day-to-day objectives. 3. Allow flexibility in work arrangements, i.e. varied start times. 
	All Managers
	A % improvement of staff that agree intensive period recovery measures are effective.
	September 2026
	
	

	
6. Demands
	Managers should identify staff in need of workload management support, offer peer mentoring or workload management advice within one month. Uptake and outcomes should be recorded.
Develop a University Mentorship Scheme - At organisational level, a consistent university process and procedure on mentoring should be developed to support this action. This involves new starters, job specific mentoring, and those who specifically identify a personal need and want to sign up to a mentorship scheme. This should also link to academic procedures, such as Prosper. 
	All Managers




UEB 
	
When arising



Draft scheme written
	September 2026


September 2026
	
	

	7. Control,
Support and
Relationships
	Communicate flexible and agile working, family-friendly, and wellbeing policies at least annually, inviting staff feedback on effectiveness and areas for improvement. 
Provide updates on key wellbeing services (e.g. EAP, Counselling, Togetherall, Wisdom, OH, employee benefits, wellbeing policies, and CPD opportunities. 
Provide annual reminder of the University’s Dignity at Work Policy and reporting routes for bullying and harassment. This information is now included in staff H&S induction and should be reinforced during appraisals or refresher sessions.
	People Services
	Evidence of comms sampled.

Increased % staff report understanding of comms.

Staff wellbeing pulse survey > reviewed
	September 2026
	
	

	8. Control
	All staff should have opportunity to set personal and self-driven development goals during annual PR appraisal. Progress should be reviewed at future appraisal points. 
At an organisational level, all annual appraisals are reviewed by the Staff Development Advisor to identify skills gaps and needs which will inform the corporate level CPD offering.  
	All Managers

Staff Development Advisor
	appraisal completion rate sampled. Increased % staff report career development goals recorded.

Staff wellbeing pulse survey > reviewed
	Next appraisal date in 26-27

Next appraisal date in 26-27
	
	

	9. Support
	All Line Managers should complete stress management training within 12 months of appointment and ongoing refresh every 3 years. Completion records to be monitored by People Services. 
	People Services
	80% compliance at annual audit/sample.
	From Nov 24, Ongoing
	
	

	10. Support
	Managers should hold at least one wellbeing conversation per term in team meetings, encouraging open discussion linked to the Management Standards. Workload and upcoming pressures should also be regular discussion points, with all issues or suggestions documented and acted upon.
	All Managers
	80% of Managers confirm wellbeing is an agenda item at meetings from audit sampling.
	Following first module term 25-26
	
	

	11. Relationships
	Managers should implement team engagement sessions (e.g. coffee and catch-up, shared lunch, shared learning, collective team sessions on any topic, away day) at least once per academic year to maintain morale and inclusion. At least one team meeting per term should include a positive reflection or staff appreciation item, team success stories, reinforcing shared values.
	All Managers
	80% of Managers confirm team engagement session occurred during the academic year from audit sampling
	Following first module term 25-26
	
	

	12. Role
	Job descriptions should be reviewed as part of annual appraisals, with staff given opportunity to raise concerns about role scope or conflicting duties. Role conflicts should be recorded and resolved. Outcomes should be documented and communicated to staff involved.
	All Managers
	PR’s record review of role profile. Any need for role scope changes to be documented for sampling.
	Next appraisal date in 25-26

	
	

	13. Role
	All new starters should complete a local induction within their first week, covering role-specific duties, job description, team structures, key contacts, core work systems, health and safety, and available well-being resources.
	All Managers
	80% completion People Services records audited.
	Within 1 month of start
	
	

	14. Change
	Managers should conduct and evidence a brief impact assessment (formal or informal) before implementing change (work changes that present a foreseeable risk of stress as per RA description), with consideration of staff implications.
	All Managers
	80% significant changes assessed.
Compliance to be sampled by H&S
	Any new change period
	
	

	15. Change
	A written change summary should be provided to all staff affected by change at the outset, outlining:
· Why the change is happening
· What the change involves
· Who is affected
· When it will take effect – timeline
· How feedback will be gathered and addressed
	All Managers
	Increased % staff report effective change comms after baseline.

Staff wellbeing pulse survey > reviewed..

Compliance to be sampled by H&S.
	Any new change period
	
	

	16. Change
	Significant changes should be communicated through at least two formats (e.g. email and team meetings) and include a consultation meeting or survey, allowing staff a minimum of 14 working days to provide feedback. 
	All Managers
	Increased % staff report effective change comms after baseline.

Staff wellbeing pulse survey > reviewed.
	Any new change period
	
	

	17. Change
	Managers should engage with staff within 2–4 weeks following change to monitor adjustment, identify support needs, and ensure staff are informed of available support services, including:
· Training sessions or information if relevant to change process
· Named peer or manager mentors for support
· Contact information for People Services, Occupational Health, and University Employee Assistance Programme (EAP). 
	All Managers
	As above measure.
	Any new change period
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