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Employment Relations

The Government supports better regulation and conditions in the workplace and works to promote best practice and employment relations.  The Department for Trade and Industry aims to improve the quality of working life for individuals and create conditions for business success through flexibility and partnership. 
The Employment relations page provides you with advice and guidance on the following employment related issues: Accidents at Work, Annual Leave/Holiday pay, Bank Holiday Entitlement, Bullying at Work, Criminal Records, Disciplinary Procedure, Discrimination, Dismissal, Grievances, Health and Safety, Holiday Pay/Annual Leave, National Minimum Wage, Pregnancy Rights at Work/ Maternity Leave/ Paternity Rights, Redundancy, Rest Brakes at Work, Retirement, Sickness at Work, Stress at Work, Wage Overpayments

The first section offers some general advice and further help both locally and nationally.  

Trade Unions
A Trade Union is an organised group of workers with an aim to protect and advance the interests of its members.  They do this by representing the interests of people at work and negotiating with employers for better terms and conditions for the members. 



 www.worksmart.org.uk 
If you are a member of a trade union, you can get help, advice and support from them.

To find out more about Trade Unions and how to join visit the Work Smart website http://www.worksmart.org.uk/unionfinder/
[image: image2.png]


 http://www.tuc.org.uk/
The TUC publish a series of free booklets explaining your rights at work and dealing with other common workplace problems. 

For a full list of Trade Unions and more information on Trade unions please visit the Trade Union Advice Page. 



 http://www.acas.org.uk/ 

The Advisory, Conciliation and Arbitration Service (Acas) offers free, confidential and impartial advice on all employment rights issues. 
Acas aims to improve organisations and working life through better employment relations. They provide up-to-date information, independent advice, high quality training and work with employers and employees to solve problems and improve performance.

You can call the Acas helpline on 08457 474747 from 8.00 am to 6.00 pm Monday to Friday.

Business Link



www.businesslink.gov.uk
Business Link provides advice for employers on employee representatives and trade unions.

Local Business Link Contact:

Address: Business Link West Yorkshire, Unit 4, Meadow Court, Millshaw Business Park, Millshaw, Leeds, LS11 8LZ

Tel:  0845 833 6000, Website: www.blwy.co.uk Email: info@blwy.co.uk
Whistle-blowing at work
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 Making Whistleblowing Work
There is some protection for workers who are concerned about malpractice at work and who publicly disclose information about their employer’s activities. This is called ‘whistle-blowing’. The information disclosed must relate to:-

· a criminal offence 

· a failure to comply with a legal obligation 

· a miscarriage of justice 

· a health and safety issue 

· damage to the environment 

· an attempt cover up any of the above.

Further information and help with cases of public disclosure is available from:-

Address: Public Concern at work, Suite 306, 16 Baldwin Gardens, London
EC1N 7RJ
Tel (general enquiries and helpline): 020 7404 6609, Fax: 020 7404 6576
E-mail (enquiries): whistle@pcaw.co.uk E-mail (helpline): helpline@pcaw.co.uk
Website: www.pcaw.co.uk
Citizens Advice Bureau 




To find out further information about employment related issues, you can visit:

http://www.adviceguide.org.uk/index/life/employment.htm   

Or visit your local Citizens Advice Bureau:

Address: Bradford Citizens Advice Bureau, 17 Canal Road, Bradford, BD1 4AT

Telephone: 0845 120 2909

Directgov




Directgov.uk have advice and information on employment and your rights.  Please visit their Employment pages here http://www.direct.gov.uk/en/Employment/index.htm 
For more information about your entitlement to benefits, please visit your local 

Jobcentre Plus Office
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Address: Eastbrook Court Jobcentre, 50 Vicar Lane, Bradford, BD1 5AH, 

Tel: 01274 338000 
Employment Relations Concerns

Accidents at Work

By law, your employers have to protect your health, safety and welfare at work by making sure the workplace is safe and without risk to health. 

You must report any accidents at work immediately to your employers, who should record this in the Accident Book. It may be also worthwhile to make a written record of your accident and send it to your employer, keeping a copy for yourself. 

If you've had an accident, even if you don’t think it is serious, you should see a doctor so they can record the medical details of your accident. This will be useful later on if you want to claim compensation from your boss or if you need to claim benefits. 

Even if your accident doesn't seem serious, register the accident as an industrial injury with the Department for Work and Pensions (DWP). The DWP will give you a form to fill in with the details and this will help you with any future benefit claims. 

If you need time off because of your injury, you should be getting Statutory Sick Pay. For more information about this you need to contact the local Jobcentre (see above) 

Annual Leave/Holiday Pay

Most workers are legally entitled to four weeks annual leave.  This applies for part-time workers, fixed term workers or full-time workers and holiday can be built up as soon as you start work.  Additional annual leave may be agreed as part of a worker's contract.  Your holiday pay should be at the same rate as your normal week’s pay for each week of leave.  You may get a higher rate of holiday pay if your contract gives you the right to a higher rate.

A week's leave should be the same amount of time as the working week an employer does. If a worker does a five-day week, he or she is entitled to 20 days leave. If he or she does a three-day week, the entitlement is 12 days leave. Employers can set the times that workers take their leave, for example for a Christmas shutdown. If a worker's employment ends, he or she has a right to be paid for the leave time due and not taken. 
For more information visit:

Directgov.uk http://www.direct.gov.uk/en/Employment/Employees/WorkingHoursAndTimeOff/DG_10029788 

Advice Guide http://www.adviceguide.org.uk/index/life/employment/holidays_and_holiday_pay.htm 

DTI http://www.dti.gov.uk/employment/holidays/index.html 

Bank Holiday Entitlement

Employees do not have an automatic right to bank holidays or bank holiday pay, however, in many parts of England, Wales and Northern Ireland, bank holidays have become widely observed. Employees' terms and conditions of employment therefore commonly include entitlement to a holiday on those days.  
If you are given bank or public holidays off, they can count as part of your four weeks holiday, unless your contact of employment specifically says that you get these holidays in addition to your four weeks holiday.  

To find out more information about bank holidays and when they are, please visit www.dti.gov.uk 

Bullying at work

If you genuinely feel you are being singled out for unfair treatment, intimidation or humiliation by a boss or colleague at work then you may be experiencing bullying.

Amicus defines bullying at work as-

“Persistent, offensive, abusive, intimidating, malicious or insulting behaviour, abuse of power or unfair penal sanctions, which makes the recipient feel upset, threatened, humiliated or vulnerable, which undermines their self-confidence and which may cause them to suffer stress.” 

It's not possible to make a legal claim directly about bullying, but complaints can be made under laws covering discrimination and harassment.  Before you consider taking action, it may be best to talk over your concerns with a senior colleague.  If you need to seek further advice, an employee representative (e.g. Trade Union Official) may be able to help, or someone in the human resources department.  While this process is ongoing, it is important to keep a written record including any relevant documents. 

If you cannot solve the problem informally, the next step is to make a formal complaint by following the employer’s grievance procedure. To find out more about grievance procedures visit Directgov.uk http://www.direct.gov.uk/en/Employment/Employees/ResolvingWorkplaceDisputes/DG_10027992 or call the ACAS helpline for advice (08457 474 747).

If the problem continues after you have followed your employer’s grievance procedure you may wish to consider legal action, which may involve an employment tribunal.  It is important to get professional advice before you get to this stage.  It is not possible to go to a tribunal directly over bullying, but complaints can be made under laws covering discrimination or harassment.  For more information visit Directgov.uk http://www.direct.gov.uk/en/Employment/Employees/DiscriminationAtWork/DG_10026670 

If you would like to find out more about seeking legal advice visit the Community Legal Service website or call them. 



Further help and information can be found on the Victim Advice Page under Workplace Bullying.

Criminal Records

The information that you have to give about previous criminal convictions will depend on the length and type of sentence that you received and the job that you are applying for. You will always have to declare a prison sentence, suspended or partially suspended sentence of more than two and a half years (or an equivalent period of youth detention or custody) if you are asked about any criminal record by an employer.
If you are applying for a job working with children or vulnerable adults you will always have to declare any convictions.

However, if you are not working with children or vulnerable people, certain offences do not have to be declared after a certain amount of time has passed. The ‘rehabilitation period’ runs from the date of conviction and depends on the sentence received rather than the type of offence.

For more information about rehabilitation periods, in England and Wales go to the website of NACRO, the crime reduction charity, at www.nacro.org.uk.

For more information about declaring a criminal record when you want to work with children or vulnerable adults, in England and Wales, go to the website of the Criminal Records Bureau at: www.disclosure.gov.uk. 
Disciplinary Procedure
Your employer must now by law have a disciplinary and dismissal procedure and must tell you what it is.  The disciplinary procedure must be put in writing by the employer and made easily available to you (e.g. by giving details in the staff handbook). It should include the rules, what performance and behaviour might lead to disciplinary action, and what action your employer might take.

By law, there are certain minimum steps that must be included in a disciplinary procedure - these are known as the 'statutory minimum procedures'. If your employer dismisses you without following this process, then if you make an unfair dismissal claim, the dismissal will normally be 'automatically unfair'. You normally need at least a year's service before you can make an unfair dismissal claim.

The standard three-step dismissal and disciplinary procedure: 

Step 1 Written Statement
In the case of dismissal or disciplinary action being considered, the employer will put in writing why that action is being considered.  Similarly, if the employee has a grievance, they must put the reasons for the grievance in writing to the employee. 

Step 2 – Meet and discuss

In either case, after allowing time to consider the issues raised, both parties must meet to discuss the issues.  After that meeting the employer will inform the employee of their decision and of the right of appeal (the employee must appeal to complete the process). 

Step 3 – Appeal – if required

A meeting must be set up to discuss the issues.  Following that meeting the employer will inform the employee of their decision.

(The employee has the right to be accompanied by either a work colleague or trade official to both meetings).  

Read the Acas Code of Practice for Disciplinary and Grievance Procedures http://www.acas.org.uk/media/pdf/9/5/CP01_1.pdf 

See Resolving Disputes on the DTI website http://www.dti.gov.uk/employment/Resolving_disputes/index.html 

Read more about Disciplinary Procedures on the Directgov.uk website http://www.direct.gov.uk/en/Employment/Employees/ResolvingWorkplaceDisputes/DG_10028111 

Discrimination 

Discrimination at work happens when an employer treats an employee less favourably than others. 

There are specific laws against some types of discrimination (called 'unlawful discrimination'). If your employer treats you less favourably for an unlawful reason, you may be able to take action. 

There are laws against discrimination because of - gender, marital status, gender reassignment, pregnancy, sexual orientation, disability, race, colour, ethnic background, nationality, religion or belief and age.  There are also laws forbidding workers being dismissed or treated less favourably than others for working part time or working a fixed contract.  

For more information about different types of discrimination and your rights please visit the Directgov.uk pages: http://www.direct.gov.uk/en/Employment/Employees/DiscriminationAtWork/DG_10026557 
If you feel you are being discriminated against at work you should seek advice as soon as possible.  You can get advice from Acas and the CAB (see links at top of page).  It is important to talk to someone about the way you are feeling.  You can try and take informal procedures at work by discussing and reasoning with the person who is treating you unfairly.  If that doesn’t work, try to get an impartial third party involved and arrange a meeting.  You can contact you union representative to accompany you.  Remember to keep a written record of everything that happens and seek advice from Acas or the CAB.
Useful contacts: 
Diversity Against Discrimination link http://www.stop-discrimination.info/99.0.html 
Disability Rights Commission- http://www.drc-gb.org/ 

Age Positive http://www.agepositive.gov.uk/  Age Busters - http://www.agebusters.org.uk/ 

Equal Opportunities Commission http://www.eoc.org.uk/ 

Commission for Racial Equality http://www.cre.gov.uk/ 
Stonewall- support for gay men, lesbians and bisexuals http://www.stonewall.org.uk/ 
Dismissal 

Dismissal happens when your employer, with or without notice, ends your employment. It can also happen when a fixed-term contract isn't renewed or when an employer forces someone to retire. Dismissal can be done verbally or in writing.  Constructive dismissal is where your employer's actions (e.g. extreme bullying) force you to resign.

If you have committed gross misconduct in your job, for example theft from the employer, violence or drinking at work, you can be dismissed without any notice.   For dismissal for reasons other than gross misconduct, the amount of notice to be given will depend on your contract of employment and how long you have worked for your employer.
The law specifies the minimum period of notice you should be given:-

· one week if you have worked for your employer for one month but less than two years 

· two weeks if you have worked for your employer for two whole years; and 

· one additional week for each further whole year's employment at the date the notice period ends (up to a maximum of twelve weeks notice in total).

You should never receive less notice than the statutory minimum but your contract of employment may entitle you to more notice.

Your employer must follow the three standard three-step dismissal and disciplinary procedures as outlined in Disciplinary Procedures above. 
For more advice on dismissal, please visit http://www.adviceguide.org.uk/index/life/employment/dismissal.htm 
If you feel you have the grounds for unfair dismissal, it is important you seek advice as soon as possible.  For more information on unfair dismissal please visit http://www.direct.gov.uk/en/Employment/Employees/RedundancyAndLeavingYourJob/DG_10026692   Seek advice through your local union representative, Acas or the local CAB (see contact information at top of page) 
Grievances
Grievance procedures enable you to raise with management any concerns you have about your job, your terms and conditions or the way your employer or the people you work with treat you. 

Your employer must now by law have a grievance procedure and must tell you what it is. Within two months of starting work, a new employer must give you written details about the job, like pay and hours, and this statement must include a note of the employer’s disciplinary and grievance procedures. It must also tell you who you should go to if you have a grievance.

If you have a grievance with your employer, you should normally attempt to sort it out informally at first. Raise the matter with the person specified in the grievance procedures, usually your line manager. If that is not possible, or if your problem is with that person, you should go to the next most senior person.

If you do have to take matters further, you must follow the statutory minimum grievance procedure, which has three steps as follows: 
Step 1 Written Statement

You must put the reasons for the grievance in writing to the employee, consulting the employers grievance procedure for the addressee.   

Step 2 – Meet and discuss

Your grievance should be looked into in a fair and unbiased way and you should then be invited to a meeting or hearing.  You may bring a colleague or trade union representative with you. 

After that meeting the employer will inform you of their decision and of the right of appeal (the employee must appeal to complete the process).  You should obtain copies of everything in writing. 

Step 3 – Appeal – if required

If you are not satisfied with the decision you have a right to an appeal.  (The employee has the right to be accompanied by either a work colleague or trade official to both meetings).  

Following that meeting the employer will inform the employee of their decision. If you are considering taking your issue to an Employment Tribunal you may want to appeal even if it seems pointless, because a tribunal award could be reduced if you don't.  If you cant sort out the dispute, you can get help through mediation, conciliation or arbitration, if your employer agrees to it.

For more information about Grievance procedures visit Directgov.uk http://www.direct.gov.uk/en/Employment/Employees/ResolvingWorkplaceDisputes/DG_10037797
Or Citizens Advice Guide http://www.adviceguide.org.uk/cab_dealing_with_grievances.pdf 

Seek advice through you local union representative, Acas or the local CAB (see contact information at top of page)
Health and Safety

Employers have legal obligations to ensure a safe and healthy workplace. As an employee, you have rights and responsibilities for your own wellbeing and that of your colleagues.

Your employer has a 'duty of care' to ensure, as far as possible, your health, safety and welfare while you're at work. They should start with a risk assessment to spot possible health and safety hazards. They have to appoint a 'competent person' with health and safety responsibilities (usually one of the owners in smaller firms, or a member of staff trained in health and safety).

The Health and Safety Executive has launched a website for workers at www.hse.gov.uk/workers. This provides information on workers' rights and responsibilities. The HSE also has an information line (0845 345 0055).

Download ‘Workplace Health, Safety and Welfare’: http://www.hse.gov.uk/pubns/indg244.pdf 
Further information from DirectGov; http://www.direct.gov.uk/en/Employment/Employees/HealthAndSafetyAtWork/DG_4016686 

Holiday Pay/Annual Leave
Most workers are legally entitled to four weeks annual leave.  This applies for part-time workers, fixed term workers or full-time workers and holiday can be built up as soon as you start work.  Additional annual leave may be agreed as part of a worker's contract.  Your holiday pay should be at the same rate as your normal week’s pay for each week of leave.  You may get a higher rate of holiday pay if your contract gives you the right to a higher rate.

A week's leave should be the same amount of time as the working week an employer does. If a worker does a five-day week, he or she is entitled to 20 days leave. If he or she does a three-day week, the entitlement is 12 days leave. Employers can set the times that workers take their leave, for example for a Christmas shutdown. If a worker's employment ends, he or she has a right to be paid for the leave time due and not taken. 
For more information visit:

Directgov.uk http://www.direct.gov.uk/en/Employment/Employees/WorkingHoursAndTimeOff/DG_10029788 

Advice Guide http://www.adviceguide.org.uk/index/life/employment/holidays_and_holiday_pay.htm 
DTI http://www.dti.gov.uk/employment/holidays/index.html 
National Minimum Wage

With a few exceptions, all workers in the UK aged 16 or over are legally entitled to be paid a minimum amount per hour. This is regardless of the kind of work they do or the size and type of company. The rate is reviewed every year, and any increases take place in October.  There are different minimum wage rates depending on the age of the worker, to find out the current minimum wage, please visit: http://www.direct.gov.uk/en/Employment/Employees/Pay/DG_10027201 
If you think you are not getting the minimum wage and you think you should be entitled to it, first talk to your employer.  If you require further advice, contact the minimum wage helpline on 0845 6000 678.
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http://www.lowpay.gov.uk/ Tel: 020 7215 8459

The Low Pay Commission (LPC) was established as a result of the National Minimum Wage Act 1998 to advise the Government about the National Minimum Wage.
Pregnancy Rights at Work/ Maternity Leave/ Paternity Rights

The law gives special protection to pregnant women at work.
Pregnant employees have four key rights:

· paid time off for ante-natal care 

· maternity leave of at least 52 weeks if the week your baby is due on or after 1 April 2007

· maternity pay benefits, usually Statutory Maternity Pay or Maternity Allowance, and in some cases a Sure Start Maternity Grant provided they meet certain conditions 

· protection against unfair treatment or dismissal 

Employers also have certain obligations to ensure the health and safety of pregnant employees

You must tell your employer, preferably in writing, by the end of the 15th week before your baby is due:

· that you're pregnant 

· the date your baby is due 

· the date you want your maternity leave to start.

You must produce a medical certificate (MATB1), if your employer asks for one, showing when your baby is due. You can get your MATB1 from your midwife or GP.

All pregnant employees for babies due on or after the 1st April 2007 are entitled to 52 weeks’ maternity leave – or as much of that period as they wish to take – no matter how long they have worked for their employer. The purpose of maternity leave is to allow the mother to give birth and to recover from giving birth to her baby, as well as to bond with and care for her new child. 

While it is up to employees to decide how much maternity leave they wish to take, up to the 52 weeks’ maximum, the law requires that a minimum of two weeks’ leave must be taken, or four weeks if the woman works in a factory. This is known as compulsory maternity leave. 

To find out more about maternity leave, visit the DTI website http://www.dti.gov.uk/employment/employment-legislation/employment-guidance/page34244.html 

Get personalised information about your maternity rights and responsibilities here http://tiger.direct.gov.uk/cgi-bin/maternity.cgi 
Download ‘Pregnancy and work – what you need to know as an employee – babies due on or after 1st April 2007’ leaflet http://www.dti.gov.uk/files/file34285.pdf 

Download ‘Pregnancy and work – what you need to know as an employer – babies due on or after 1st April 2007’ leaflet http://www.dti.gov.uk/files/file34286.pdf 

Visit the Advice Guide Maternity Leave pages http://www.adviceguide.org.uk/index/life/employment/maternity_leave_if_your_baby_is_due_on_or_after_1_april_2007.htm 
You have no automatic right to return to work part time after maternity leave. However, you may have the right to ask for flexible working and this request must be considered seriously by your employer.  It's unlawful sex discrimination for employers to treat women less favourably because of their pregnancy or because they take maternity leave.  To find out more about what to do if you feel you are being discriminated against, see the Discrimination section above. 
If you feel you are being treated unfairly because you are pregnant, you should first talk to your employer.  If you need further advice contact a trade union representative or the Acas helpline (details above).  You may need to make a complaint using the employer’s grievance procedure (see grievance section above), and as a last resort make a complaint to the employment tribunal.  

For further help or advice on maternity leave contact Acas, the CAB or your trade union (details on first page)  
Working fathers are entitled to one or two weeks’ paternity leave when their child is born or adopted.  Most fathers will also be entitled to statutory paternity pay for this leave which is paid the same rate as maternity pay.  
To qualify for paternity leave for a birth, you must:-

· be employed and have worked for your employer for 41 weeks by the time your baby is due; and 

· be the biological father of the child, or be married to or be the partner of the baby's mother (this includes same-sex partners, whether or not they are registered civil partners); and 

· have some responsibility for the child's upbringing; and 

· have given your employer the correct notice to take paternity leave.

To qualify for paternity leave for an adoption, you must:-

· be employed for at least 26 weeks by the time you are matched with your child for adoption. (You will not be entitled to paternity leave or pay if you already know the child, for example, if it's your stepchild) 

· not be taking adoption leave. (Where you and a partner are adopting a child, one of you can take adoption leave and one paternity leave) 

· have some responsibility for the child's upbringing 

· have given your employer the correct notice to take paternity leave.

To find out more about paternity leave visit the Directgov.uk Paternity Leave personalised tool here http://tiger.direct.gov.uk/cgi-bin/paternity.cgi 
Redundancy
If you are a member of a trade union and are facing redundancy, you should contact your trade union in the first instance.  Advice and help is also available from the CAB, Acas and the Redundancy helpline (see below) 
Redundancy is a form of dismissal from a job.  Under the Employment Rights Act 1996 there exists a redundancy payments scheme whereby an employer must give an employee a redundancy lump sum payment under genuine redundancy dismissals.  A dismissal will only be a genuine redundancy if:-

· the employer’s business, or part of the business, has ceased to operate; and/or 

· the employer’s business has moved to a different place; and/or 

· the business’s need for work of a particular type to be done has ceased or diminished.

Reasons for redundancy include:

· new technology or a new system has made your job unnecessary 

· the job you were hired for no longer exists 

· the need to cut costs means staff numbers must be reduced 

· the business is closing down or moving 

Your employer must give you a lump-sum payment if you are made redundant and you have at least two years continuous service; and you meet certain other criteria.  To find out more visit the DTI website 

http://www.dti.gov.uk/employment/employment-legislation/employment-guidance/page15686.html 

The amount of lump-sum redundancy payment will depend on how long you have been continuously employed by your employer; how your years of continuous service relate to a particular age band; and your weekly pay, up to a legal limit. 
You may also be entitled to other - non-statutory - payments if this has been agreed in your contract of employment.
Useful Links

Advice Guide: http://www.adviceguide.org.uk/index/life/employment/redundancy.htm 
DTI: http://www.dti.gov.uk/employment/employment-legislation/employment-guidance/page15686.html 

Directgov: www.direct.gov.uk/en/Employment/Employees/RedundancyAndLeavingYourJob/DG_10026616 

Redundancy Payments Helpline- 0845 145 0004 (calls charged at local rates) 
Acas Helpline 08457 474747

‘Redundancy entitlement - statutory rights. A guide for employees’ from the Dti website:
http://www.dti.gov.uk/employment/employment-legislation/employment-guidance/page15686.html 
Rest Brakes at Work

A worker is entitled to a 20 minutes rest break if they work more than six hours continuously. The break should not be taken at the end of the shift or the beginning, but during the six-hour period.  Employers must make sure that workers can take their rest.

If you're under 18 but over school leaving age (you're under school leaving age until the end of summer term of the school year in which you turn 16) you're classed as a 'young worker'. A young worker is entitled to a 30 minute rest break if they are expected to work for more that four and a half hours at a stretch.

Certain exceptions apply.  For further information visit the DTI website: http://www.dti.gov.uk/employment/employment-legislation/employment-guidance/page28979.html 

Sick Pay
Most employees are entitled to Statutory sick pay (SSP) if the are off work due to sickness.  Some employees may also receive occupational sick pay from their employer depending on their contract.  

SSP can be paid to employees who are off work for four days or more and earn more than £84 per week.  SSP is the minimum amount that can be paid for absence from work because of sickness.  Your contract of employment may give you extra rights to more sick pay than this (contractual sick pay).

SSP can last for up to 28 weeks, but if you are off work for longer than this, or for some reason you cannot get SSP, your employer will provide you with an SSP1 form.  You must take this form to the local Jobcentre (see top of page) to claim incapacity benefit.  

For further help or advice, visit the CAB office, ring Acas, or speak to a trade union representative or visit the Job Centre (details at top of page) 

For more information about sick pay, download the Advice Guide advice sheet http://www.adviceguide.org.uk/e_sickness_at_work.pdf 

Visit Directgov 

http://www.direct.gov.uk/en/Employment/Employees/Pay/DG_10027238 

Stress at Work

If you are suffering from excessive pressure at work and you have an adverse reaction you could be stressed.  Stress can be a threat to your health and safety at work, and your employer must legally take care of this. 
Typical causes of work-related stress include poor communication, a bad working environment and skills not matching those that are needed for the job.

Stress can also be triggered by events away from work, such as bereavement, money worries and illness.

If you feel the demands placed on you at work and your workload demands are too much to cope with, you can give notice to your employer that you do not want to work more than 48 hours per week and insist on minimum breaks.  If you have a child under the age of 6, or a disabled child under the age of 18, you have the right to request flexible working, and your employer has to give the request proper consideration.

For further help and advice visit the CAB office, ring Acas, or speak to a trade union representative (details at top of page)
Download ‘Work related Stress: A Guide’, advice on dealing with stress at work, produced jointly by the DTI, HSE, CBI, TUC, FPB and CEEP UK

http://www.dti.gov.uk/files/file25664.pdf 
Visit DirectGov: http://www.direct.gov.uk/en/Employment/Employees/HealthAndSafetyAtWork/DG_10026604 

This information was correct at the time of writing, but will be subject to change.

Please contact the office of Gerry Sutcliffe MP if you think that this advice sheet can be improved.


