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Change is a constant in the modern workplace, especially in small creative studios, micro-agencies, venues, and
cafés where processes and roles often need to pivot quickly. But when these changes pile up without clarity or
support, the stress can become overwhelming. If you're thinking, “This constant change is stressing me out — is
that even covered by law or safety rules?” the short answer is yes. Stress caused by workplace change is a

recognised health and safety hazard, and your employer has clear duties to manage it.

Why is change management stress a health and safety issue?

Stress at work is not just "all in your head." The Health and Safety Executive (HSE) recognises that work-related
stress can lead to significant physical and psychological health problems. According to HSE, job stress can increase

your risk of heart disease, depression, anxiety disorders, and lower your immune system'’s ability to fight illness.
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Health and safety law in the UK, specifically under the Health and Safety at Work etc. Act 1974, requires

employers to ensure, as far as is reasonably practicable, the health, safety and welfare of their employees. This
explicitly includes managing risks from work-related stress. And constant, poorly managed change is a prime

candidate for causing that risk.

The HSE Management Standards - a benchmark for change stress

The HSE Management Standards are a practical benchmark tool that helps employers identify and manage the
major causes of stress at work, including the stress from rapid or ongoing changes. The Standards break down

work-related stressors into six key areas:

* Demands: The workload, work patterns and the work environment.

e Control: How much say a person has in the way they do their work.

® Support: The encouragement from management and peers.

* Relationships: Promoting positive working to avoid conflict and dealing with unacceptable behaviour.
* Role: Whether people understand their role within the organisation and there is no conflict in roles.

* Change: How organisational change is managed and communicated.



Notice “"Change” appears as a specific domain.

The Management Standards make it clear that poor communication or badly handled change is a common source
of work stress. Employers are expected to pay close attention to this area when planning and implementing

changes.

Your employer’s duties on managing change and associated stress

If you feel the constant changes at work are stressing you out, your employer must take the following steps under

health and safety law and HSE guidance:

1. Risk assessment: Your employer should conduct a stress risk assessment — this means formally identifying if

changes lead to excessive pressure, confusion, or anxiety, potentially harming workers.

2. Consultation and communication: Open, honest communication about what's changing, why it's changing,
and how it affects you is a legal duty and a best practice. No buzzwords, no vague promises. Just clear, timely

information.

3. Involvement: Giving employees some control or say in how the change happens is crucial. This can reduce

feelings of helplessness which fuel stress.

4. Support systems: Offering tangible support such as training, workload adjustments or access to occupational

health professionals where needed.

5. Monitoring: Following up to check the impact and making adjustments if stress levels remain high.
These steps aren't just nice-to-haves. The Management of Health and Safety at Work Regulations 1999 require
employers to assess risks from work activities, which includes stress from constant, unmanaged change.

What does good communication during change look like?

One of the key factors in reducing change management stress is how your employer communicates. The HSE

“Change” standard highlights that confusion, uncertainty, and rumour-mongering are stress triggers.
Effective communication during workplace change involves:

* Timeliness: Sharing news as early as possible, so you're not blindsided by surprises.



* Clarity: Straightforward information about what is changing, when, and why.
* Opportunity for feedback: Channels to ask questions and voice concerns without fear.

* Consistency: Messages from managers and leaders that match and don't contradict each other.

In environments without dedicated HR departments, the manager or business owner must ensure these

communication principles are upheld, or the risk of stress will rise dramatically.

What if the stress leads to a disability?

If continuous change is causing you serious mental health issues — such as anxiety or depression — this could
amount to a disability under the Equality Act 2010. The Act defines disability as “a physical or mental impairment
that has a substantial and long-term adverse effect on your ability to carry out normal day-to-day activities.”

This is important because it brings extra employer duties. If your stress-related condition qualifies as a disability,

your employer must consider reasonable adjustments to help you manage your work, such as:

® Reducing or pacing deadlines and workloads during intense change phases
¢ Temporarily modifying your role or hours
® Providing additional support or access to counselling services

® Ensuring communication styles suit your needs

Failing to make reasonable adjustments could leave your employer open to a discrimination claim, so this is a

serious legal protection.

Checklist: What to do if constant changes at work are stressing you out
1. Write down specifics: What changes are happening? When? How do they affect your workload, roles, or
control?
2. Document your stress symptoms: Keep a private record of how you feel, when, and in what situations.

3. Ask for a stress risk assessment: Contact your manager and request this formally — referencing the HSE's
Management Standards and your right to a safe workplace.

4. Request clearer communication: Explain what information or support you need to feel less anxious.

5. Discuss reasonable adjustments: Especially if you already have or suspect you have a disability under the

Equality Act.

6. Seek external advice: If your employer refuses or ignores your concerns, advice can be found from unions,

Citizens Advice, or legal sources.

Sharing the message: How to spread awareness about change
management stress

Raising awareness helps everyone understand that workplace change stress is not just “personal resilience” failing
but a real workplace hazard. If you found this post useful, share it with your colleagues and peers using your

preferred platform:
e WhatsApp
® Facebook

® |nstagram

* TikTok



* Twitter/X
* YouTube
® Telegram
* Viber

® Pinterest

Replace [URL] with the actual link to this blog post when sharing.

Conclusion

“Change management stress” isn't just a trendy phrase—it's a recognised risk to your health covered under UK
health and safety law and HSE guidance. Your employer has clear duties to carry out stress zero-hours worker
rights uk risk assessments and follow the HSE Management Standards, especially the “Change” standard. If the
changes are affecting your mental health to the point of disability, the Equality Act 2010 kicks in, strengthening

your rights for reasonable adjustments.

Don't let constant changes slide into chronic stress without action. Document your experiences, demand clear
communication, and insist on assessments and support. If your employer claims “there’s no HR here,” remind

them these are legal duties, not optional extras.

Stress matters. And when it's caused by constant, badly managed change at work, it's very much covered.
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