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RESILIENCE & STRESS  

MANAGEMENT POLICY 
 

1. INTRODUCTION & POLICY STATEMENT 

University of Suffolk (UoS) is committed to protecting the health, safety,
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key to enhancing employee resilience.  Other aspects of management style are also important for enhancing 
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Signs of Stress 

People’s reactions to stressful situations vary.  Reactions may be behavioural or emotional.  Some of the more 

common warning signs are: 

¶ Critical and negative 

¶ Humourless 

¶ Indecisive 

¶ Irritable and aggressive 

¶ Withdrawn and moody 

¶ Sleep disorders 

¶ Rapid mood changes 

¶ Panic attacks 

¶ Low self-esteem and self confidence 

¶ Eating, drinking, and smoking more 

¶ Increased emotional reactions (tearful/sensitive/aggressive) 

¶ Uncharacteristic errors 

Most of us encounter stressful experiences from time to time; short-term, the effects of stress are unlikely to 

cause great harm. However, prolonged exposure to the effects of stress can bring more lasting damage to our 

physical and mental health, our psychological wellbeing, and to our relationships at home and at work.   

 

 

Prevention of Stress 

Psychological safety describes an environment where people feel able to express themselves without fear that 

others will think less of them and is strongly associated with role clarity and peer support both of which feature 

in the HSE Standards.  Providing such an environment encourages people to be creative and speak up with 

new ideas and concepts without fear of persecution, ridicule, or retaliation. If employees feel accepted and 

respected, then their psychological safety will increase alongside resilience and reducing stress at work.  

 

UoS has in place several policies, procedures and initiatives which may eliminate or support the reduction of 

the likelihood of work-related stress, increase psychological safety and improve resilience. These include an 

Employee Assistance Programme Service, Employee voice through our Staff Survey process, Values and 

Behaviours Framework promoting positive indicators to drive the ethos of the organisation - the way and how 

we work here, and continuously developing our work experience. Further details can be found in Appendix 1



https://ccucsac.sharepoint.com/sites/Hub-healthandwellbeing
https://ccucsac.sharepoint.com/sites/Hub-healthandwellbeing
https://ccucsac.sharepoint.com/:w:/r/sites/Hub-policiesandprocedures/_layouts/15/Doc.aspx?sourcedoc=%7B844FE3F4-4C26-498F-B613-91FE3FBC3957%7D&file=Stress%20Risk%20Assessment%20Form%20-%20October%202023.docx&action=default&mobileredirect=true
https://ccucsac.sharepoint.com/:w:/r/sites/Hub-policiesandprocedures/_layouts/15/Doc.aspx?sourcedoc=%7B844FE3F4-4C26-498F-B613-91FE3FBC3957%7D&file=Stress%20Risk%20Assessment%20Form%20-%20October%202023.docx&action=default&mobileredirect=true
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Appendix 1 – Supportive Practice 

University of Suffolk has in place several policies, procedures and initiatives which may serve to reduce or 

eliminate the likelihood of work-related stress and increase psychological safety and resilience. Information on 

the below can be found on Hub: 

 

Agile Working The ability to choose time and place for key work activities. Within our Agile 

framework it is vital that a connection between colleague and campus is 

regularly maintained. Your line manager will discuss the ‘shades of agility’ 

which can be afforded in your role or department. It should be recognised 

that not all roles will be able to be agile because of the nature of the work, 

the level of supervision required in the role or the need to be present and 

accessible to other colleagues and/or students for most of the time. Staff 

who fall into this category are defined as campus workers. 

Annual Leave UoS provides a generous annual leave entitlement and staff are encour-

aged to take their leave at regular intervals to ensure appropriate rest, and 

to maintain good health and wellbeing.  

Appraisal The process of reviewing and setting individual objectives, linked to busi-

ness plans and our values and behaviours framework. An opportunity to 

discuss career aspirations and development.  This review gives staff and 

their managers quality time in which to reflect on how things are going and 

areas for development.  The process is qualitative as well as quantitative. 

In addition, it is expected that managers/supervisors will have regular one 

to one meeting with their staff. 

Business Continuity Each School / Directorate is responsible for maintaining its own Business 

Continuity plan which will be used to work through any disruption to ‘busi-

ness as usual’ and guides staff on the procedure to follow. 

Dignity and Respect at Work A framework for creating a work environment free of harassment and bully-

ing, where everyone is treated with dignity and respect. 

Disability Leave Staff with disabilities may take up to 10 days’ paid leave each year in place 

of uncertified sickness absence. 

Employee Assistance Pro-

gramme (EAP) 

A confidential employee resource designed to help employees deal with 

personal and professional problems that could be affecting their home life 

or work life, health, and general wellbeing 

Family 

https://ccucsac.sharepoint.com/sites/Hub
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Health and Wellbeing Toolkit The toolkit aims to provide the University community with the information, 

tools, and opportunities available to support our self-care and importantly 

details where to access guided and enhanced support at the University or 

externally, when we need it. 

Job Design J

https://ccucsac.sharepoint.com/sites/StaffSurvey




 Resilience & Stress Management Policy 10 Version: 2.0 Issued:  October 2023 Review due:  2026 �x Systems are in place to enable and encourage managers to support their staff.  �x Systems are in place to enable and encourage employees to support their colleagues.  �x Employees know what support is available and how and when to access it.  �x Employees know how to access theF1 quired resources to do their job; and  �x Employees receiveF1 gular and constructiveFfeedback.  Relationship: Includes promoting positiveFworking to avoid conflict and dealing with unacceptable behaviour. The standard is that: �x Employees indicate that they are not subjected to unacceptable behaviours, e.g., bullying at work; and  �x Systems are in place locally to respond to any individual concerns.  What should be happening / states to be achieved: �x The organisation promotes positive behaviours at work to avoid conflict and ensure fairness.  �x Employees share information relevant to their work.  �x The organisation has agreed policies and procedures to prevent or resolve unacceptable behaviour.  �x Systems are in place to enable and encourage managers to deal with unacceptable behaviour; and  �x Systems are in place to enable and encourage employees to report unacceptable behaviour.  Role: Whether people understand their role within the organisation and whether the organisation ensures that the person does not have conflicting roles The standard is that: �x Employees indicate that they understand their role and responsibilities; and  �x Systems are in place locally to respond to any individual concerns.  What should be happening / states to be achieved: �x The organisation ensures that, as far as possible, the different requirements it places upon employees are compatible.  �x The organisation provides information to enable employees to understand their role and responsibili-ties.  �x The organisation ensures that, as far as possible, the requirements it places upon employees a1  clear; and  �x Systems are in place to enable employees to raise concerns about any uncertainties or conflicts they have in their role and responsibilities.  Change How organisational change (large or small) is managed and communicated in the organisation. The standard is that: �x Employees indicate that the organisation engages them frequently when undergoing an organisational change; and  �x Systems are in place locally to respond to any individual concerns.  What should be happening / states to be achieved: 
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¶ The organisation provides employees with timely information to enable them to understand the rea-

sons 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.  

¶ Employees are aware of timetables for changes.  

¶ Employees have access to relevant support during changes.  

 

 

Further information about the HSE management standards can be found at www.hse.gov.uk. 

 

Examples of how to meet each standard is available in the HSE Stress Workbook 

 

 

http://www.hse.gov.uk/
https://www.hse.gov.uk/pubns/wbk01.pdf

