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http://www.mind.org.uk/information-support/types-of-mental-health-problems/mental-health-problems-introduction/types
http://www.mind.org.uk/information-support/types-of-mental-health-problems/mental-health-problems-introduction/types
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Mental health and academia

Anecdotally, mental health issues are common in academia. Whilst there may not be a large 
body of research to evidence this, the research that does exist shows a link between the 
levels of stress academics face and a subsequent impact on mental health. An Australian 
study 1 found that the rate of mental illness in academic staff was three to four times higher 
than in the general population whilst other research estimated this to be as high 53 per cent 
for UK academics2. 

Another study published in 2013 by the University and College Union3  used health and 
safety executive measures, assessed against a large sample of over 14,000 university 
employees, to reveal growing stress levels among academics prompted by heavy workloads, 

http://www.ucl.ac.uk/hr/occ_health/eap.php
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Examples of reasonable adjustments 

Under the Equality Act 2010, UCL has a legal duty to make ‘reasonable adjustments’ for 
staff with long term mental health difficulties that have a substantial impact on their ability to 
carry out day to day activities. This means that managers are obliged to make reasonable 
adjustments to a person’s job or working environment to reduce the impact of a person’s 
health condition on their ability to work, and to ensure they are getting the right support. The 
types of reasonable adjustments that can support people with mental health problems stay 
productive at work are changes that are often relatively easy and inexpensive to put in place 
with some thought and preparation. Many of these are just good management practice. 
When deciding whether an adjustment is reasonable a manager should consider: 

•	 How effective the change will be in avoiding the disadvantage the disabled worker 	
	 would otherwise experience
•	 Its practicality
•	 The costs & the availability of financial support.
•	

mailto:equalities@ucl.ac.uk
http://www.ucl.ac.uk/hr/occ_health/what_do_we_do/management_referral.php
http://www.ucl.ac.uk/hr/occ_health/eap.php
http://www.ucl.ac.uk/hr/consultancy
http://www.time-to-change.org.uk/your-organisation/support
http://www.mind.org.uk/workplace/mental-health-at-work/taking-care-of-your-staff/useful
http://www.mind.org.uk/media/550657/resource4.pdf
http://www.acas.org.uk/media/pdf/l/a/Promoting_positive_mental_health_at_work
http://www.nhshealthatwork.co.uk/images/library/files/Government
Mental_Health_Adjustments_Guidance_May_2012.pdf
Mental_Health_Adjustments_Guidance_May_2012.pdf
http://www.rcpsych.ac.uk/usefulresources/workandmentalhealth/employer.aspx
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