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Mental Health and Stress at Work Policy
Introduction
At [Company Name], we are committed to fostering a supportive workplace environment that promotes the mental health and wellbeing of all our employees. We recognise the importance of mental health and are dedicated to providing the necessary resources, support, and training to help manage and reduce work-related stress. This policy outlines our approach to mental health and stress management, ensuring that all staff, including employees, temporary and agency workers, contractors, interns, volunteers, and apprentices, are supported.
Purpose
The purpose of this policy is to:
· Outline the company’s commitment to supporting mental health and managing stress in the workplace.
· Provide guidance on the identification and management of work-related stress.
· Encourage an open culture where employees feel comfortable discussing their mental health without fear of discrimination or stigma.
· Ensure compliance with legal obligations, including the Health and Safety at Work etc. Act 1974, the Equality Act 2010, and the Management of Health and Safety at Work Regulations 1999.

Scope
This policy applies to all staff, including permanent employees, temporary and agency workers, contractors, interns, volunteers, and apprentices. It also covers all activities and processes carried out by [Company Name].
Commitment to Mental Health and Wellbeing
[Company Name] is committed to:
Implementing the Six Thriving at Work Mental Health Standards:
· Produce, implement, and communicate a mental health at work plan that encourages and promotes good mental health and fosters an open organisational culture.
· Develop mental health awareness among employees by making information, tools, and support accessible.
· Encourage open conversations about mental health and the support available, particularly during recruitment, onboarding, and regular intervals throughout employment. Provide appropriate workplace adjustments as needed.
· Provide employees with good working conditions and ensure a healthy work/life balance, offering opportunities for development and growth.
· Promote effective people management to ensure that all employees have regular conversations about their health and wellbeing with their line manager or supervisor. Train and support line managers in effective management practices.
· Routinely monitor employee mental health and wellbeing by understanding available data, engaging with employees, and identifying risk factors.

Creating a Positive Working Environment:
· Collaborate with employees to promote both physical and mental health across the organisation.
· Ensure that all staff feel able to talk openly about mental health without fear of discrimination, bullying, or harassment.
· Provide opportunities for employees with mental health issues to fully participate in the workplace.

Managing Workplace Stress
Definition of Stress
According to the Health and Safety Executive (HSE), stress is defined as "the adverse reaction people have to excessive pressures or other types of demand placed on them." It is important to distinguish between pressure, which can be motivating, and stress, which occurs when pressure becomes excessive and harmful.
Identifying and Managing Stress
Stress can manifest in various ways, both in individuals and teams. Signs of stress in a team may include increased conflicts, high staff turnover, increased sickness absence, or decreased performance. Signs of stress in an individual may include changes in behaviour, such as timekeeping issues, withdrawal, loss of motivation, changes in eating or sleeping patterns, or difficulty concentrating.
Managers should be vigilant in identifying signs of stress and take proactive steps to address them. This includes:
· Regularly reviewing job descriptions to identify tasks that may cause stress.
· Ensuring good communication between management and staff.
· Providing adequate training and meaningful development opportunities.
· Monitoring workloads to ensure that employees are neither overloaded nor underutilised.
· Discouraging work-related contact outside of normal working hours or while on holiday.
· Monitoring working hours to prevent overworking and ensuring employees take their full holiday entitlement.
· Ensuring that bullying and harassment are not tolerated within the organisation.
· Offering additional support to employees experiencing stress, whether work-related or due to external factors.

Supporting Employees with Mental Health Conditions
Early Intervention and Support
Managers should take an open, non-judgemental approach when they become aware that an employee is experiencing mental health difficulties. Early intervention is crucial in providing the necessary support and preventing further deterioration of the employee’s mental health.
Reasonable Adjustments
If an employee has a mental health condition that amounts to a disability under the Equality Act 2010, the company has a duty to make reasonable adjustments to their work environment or job role. These adjustments may be discussed with the employee, and guidance may be sought from the employee’s GP or another medical practitioner.
Managing Absence Due to Mental Health
If an employee is absent due to poor mental health or a related condition, managers should maintain regular contact with the employee to keep them informed about work developments and to provide reassurance. Before the employee returns to work, a discussion should take place to plan their return and any necessary adjustments to their duties, taking into account medical advice and business needs.
Policy Implementation
Managerial Responsibility
Managers are responsible for:
· Implementing this policy and ensuring it is communicated to all employees.
· Reviewing job roles to identify and manage tasks that may cause stress.
· Providing training to staff on mental health awareness and effective stress management.
· Monitoring workloads, working hours, and holiday entitlements to prevent overworking.
· Ensuring that individual personal data, including information about mental health, is handled in accordance with the company’s Data Protection Policy.

Employee Responsibility
Employees are encouraged to:
· Seek help at the earliest opportunity if they are experiencing mental health difficulties or stress, whether from their line manager, a trusted colleague, or their GP.
· Raise any concerns or issues with their line manager, contributing to the process of assessing and managing risk.
· Participate in any opportunities for counselling or support recommended by the company.

Building Mental Health Initiative
As a construction-related business, we support and utilise the Building Mental Health initiative and are committed to its charter. As part of this commitment, we provide access to a confidential employee counselling line and training through the Building Mental Health toolbox talk.
Employee Assistance Programme
The company offers access to a confidential counselling telephone line, available to all employees. The details of any conversations through this line, or the fact that an employee has accessed the line, will remain confidential. The counselling line can be accessed at [Insert Contact Details].
Consultation and Training
· The company will consult with trade union safety representatives or staff representatives on proposed actions related to the prevention of workplace stress.
· Training on mental health awareness will be provided to all staff, with additional training for managers on recognising and addressing mental health issues.

Review and Monitoring
· This policy will be regularly reviewed to ensure it remains relevant and effective in managing mental health and stress in the workplace.
· The company will routinely monitor employee mental health and wellbeing through surveys, feedback, and analysis of relevant data.

Signed:

[Name][Title][Company Name]
Date:

Review Date:


Disclaimer:
This document was created with the assistance of Artificial Intelligence (AI). While the content has been generated and reviewed for accuracy and relevance, it is essential that this document be thoroughly reviewed by a qualified professional before implementation or use. The AI-generated content may require adjustments to ensure it fully aligns with specific legal, regulatory, or organisational requirements. The responsibility for verifying the accuracy and appropriateness of the information contained within this document rests with the user.
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