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How to Complete a Pressure and Resilience Assessment
This guide will support you to identify and manage pressure and build resilience. Further information and guidance 

is available on the Councils intranet site Managing Pressure Intranet Page. 
	Job or service area
	

	Individual or team assessment
	

	Responsible manager
	Ideally the manager should carry out the assessment

	Assessor
	If not the responsible manager

	Date of assessment
	


	Risk Rating

	Red (R)
	Of concern, early action is needed.

	Amber (A)
	Acceptable, but there is a clear need for further action.

	Green (G)
	Good, but may require further action.


	What are the likely causes of excessive pressure at work?
	Current status
	What are you doing already?
	What further action is necessary?
	Action by whom
	Action by when
	Date completed

	
	R
	A
	G
	
	
	
	
	

	A) Demands of the job - Workload, work pattern and work environment including exposure to work related hazards.

	Examples:

· Multiple Management lines

· Unachievable deadlines

· Intensity of work

· Conflicting priorities

· No time for breaks

· Pressure to work longer hours

· Unachievable aims

· Unable to share the load


	
	
	
	
	Things to consider:

· Ensure employees understand what to do and how to do it. This could be achieved through work programme, PFDs, one to ones, training, information/instruction/ supervision.

· Ensure employees training needs are met using their pesonal development plan.

· Flexible working using flexi time arrangements
	

	
	

	B) Control - How much say does the person or team have in the way they do their work?

	Examples:

· Non-flexible break times
· Unable to exert control over demands
· Unable to participate in decision making
· No say in approach to work
· Unable to manage workload flexibility

	
	
	
	
	Examples:

· Involve employees in the way work is carried out

· Consult employees about decisions
· Build effective teams with responsibilities for outcomes
· Review performance for strengths and weaknesses e.g. work programme,
PFDs , one to one’s, team meetings

	
	
	

	C) Role - How well do people understand their role in the organising and whether they have conflicting roles?

	Examples:

· Unclear expectations

· Not told how to do the job
· Unclear duties and responsibility
· Unclear service objectives
· Unsure where you fit in the organisation


	
	
	
	
	Examples:

· Carry out thorough induction for new employees
· Provide employees with clear job description and work plan
· Maintain close link  - between individual objectives and organisational goals e.g. Council priorities, service priorities, team priorities, work programmes, PFDs, one to one’s, team meetings

	

	
	

	D) Support- Do people have the necessary skills, information and support to carry out their work effectively?

	Examples:

· Lack of supportive feedback
· Lack of management direction
· Unable to approach manager/team
· Lack of understanding from management or team about emotionally demanding work
· Lack of management or team encouragement
· Feel undervalued
· Not given the right tools, skills and equipment to do the job

	
	
	
	
	Examples:

· Give employees the opportunity to talk about issues causing pressure
· Be sympathetic and supportive
· Keep employees informed about what is going on in the organisation
	
	
	

	E) Relationships – Positive behaviours to avoid conflict and dealing with unacceptable behaviours.

	Examples:

· Feel bullied or harassed
· Friction/anger between colleagues
· Strained working relationships
· Clashing personalities

	
	
	
	
	Examples:

· Be clear on procedure for handling misconduct and performance

· Be clear on procedure for employees to raise grievances

· Tackle incidents of bullying, harassment and make it clear such behaviour will not be tolerated
· Treat people equally and fairly
Please find Code of Conduct  
link. 

	
	
	

	F) Change – how is organisational change is managed and communicated?

	Examples:

· Lack of opportunity to participate
· Lack of consultation
· Unclear impact on self or team
· Lack of information

	
	
	
	
	Examples:

· Plan ahead so changes can be signposted and employees prepared
· Consult with employees about prospective changes so they have a real input

	
	
	


Further support

Through all stages of this assessment ensure employees are signposted to additional support should they benefit from it. This could be a referral to the Employee Assistance Programme (Health Assured), Mental Health Support Service provided by Able Futures or another support service. 
Demands


Employees often became overloaded if they cannot cope with the amount of work or type of work they have been asked to do. 





The HSE standard is:


Employees indicate that they are able to cope with the demands of their jobs; 


Systems are in place locally to respond to any individual concerns. 


The organisation provides employees with adequate and achievable demands in relation to the agreed hours of work; 


People’s skills and abilities are matched to the job demands; 


Jobs are designed to be within the capabilities of employees; and 


Employees' concerns about their work environment are addressed








Control


Employees can feel disaffected and perform poorly if they have no say over how and when they do their work.





The HSE standard is:


Employees indicate that they are able to have a say about the way they do their work; 


Systems are in place locally to respond to any individual concerns.


Where possible, employees have control over their pace of work; 


Employees are encouraged to use their skills and initiative to do their work; 


Where possible, employees are encouraged to develop new skills to help them undertake new and challenging pieces of work; 


The organisation encourages employees to develop their skills; 


Employees have a say over when breaks can be taken; and


Employees are consulted over their work patterns














Role


Employees will feel anxious about their work and the organisation if they don’t know what is expected of them.





The HSE standard is:


Employees indicate that they understand their role and responsibilities; 


Systems are in place locally to respond to any individual concerns. 


The organisation ensures that, as far as possible, the different requirements it places upon employees are compatible; 


The organisation provides information to enable employees to understand their role and responsibilities; and


The organisation ensures that, as far as possible, the requirements it places upon employees are clear; 





Support


Levels of sickness absence and disengagement often arise if employees feel they cannot talk to managers about issues that are troubling them.





The HSE standard is:


Employees indicate that they receive adequate information and support from their colleagues and superiors; 


Systems are in place locally to respond to any individual concerns;


The organisation has policies and procedures to adequately support employees; 


Systems are in place to enable and encourage managers to support their staff; 


Systems are in place to enable and encourage employees to support their colleagues; 


Employees know what support is available and how and when to access it; 


Employees know how to access the required resources to do their job; and 


Employees receive regular and constructive feedback.








Relationships


A failure to build relationships based on good behaviour and trust can lead to problems related to discipline, guidelines and bullying.





The HSE standard is:


Employees indicate that they are not subjected to unacceptable behaviours, e.g. bullying at work; 


Systems are in place locally to respond to any individual concerns. 


The organisation promotes positive behaviours at work to avoid conflict and ensure fairness; 


Employees share information relevant to their work; 


The organisation has agreed policies and procedures to prevent or resolve unacceptable behaviour; 


Systems are in place to enable and encourage managers to deal with unacceptable behaviour; systems are in place to enable and encourage employees to report unacceptable behaviour. 








Change


Change needs to be managed effectively or it can lead to uncertainty and insecurity. 





The HSE standard is:


Employees indicate that the organisation engages them frequently when undergoing an organisational change; 


Systems are in place locally to respond to any individual concerns;


The organisation provides employees with timely information to enable them to understand the reasons for proposed changes; 


The organisation ensures adequate employee consultation on changes and provides opportunities for employees to influence proposals; 


Employees are aware of the probable impact of any changes to their jobs. If necessary, employees are given training to support any changes in their jobs; and 


Employees are aware of timetables for changes; employees have access to relevant support during changes. 











OHSW September 2023

