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                                                                                         Healthcare on Hand
Guidance document: Wellbeing at work.
Introduction                                                                     
This Guidance document is intended to provide owners and managers with a fundamental understanding of the employment relationship, employment legislation and organisational practices that support employee wellbeing and work-life balance. Written on 31/5/23.

Work-life balance (AC 3.1)
Legal obligations
The contract of employment is a mutually agreed basis for the employment relationship. Statutory terms in the contract are legal requirements (Waite et al 2021). Examples of these rights include: ‘the statutory minimum level of paid holiday (GOV.UK Employment) and the statutory minimum length of rest breaks (Legelation.gov.uk). As employers we also have a ‘duty of care’ to protect our employees from risks to their health and safety. These risks might include stress from a heavy workload or working too many hours (ACAS 2015 p4). 
Work life balance.
Work-life balance can be defined as ‘The ability of individuals to successfully pursue their work, and non-work lives, without undue pressures from one undermining the satisfactory experience of another’ (Waite et al p144). The people team are here to support the employment relationship through leadership and guidance, providing policies and procedures that are in line with our legal obligations, and can enhance our employees work-life balance and improve employment relationships. According to ACAS (2015) ‘employees who have a better work-life balance often have a greater sense of responsibility, ownership and control of their working life’(p6). At Healthcare on Hand, we aspire to go above and beyond the legal requirements to help create an employment relationship that reflect our core values of integrity, respect, and care. For example, one of our policies to support a healthy work life balance is flexible working in the form of job share. Data from the 2011 Workplace Employment Relations Survey (WERS) found ‘Wellbeing was boosted because flexible working arrangements increased job autonomy and enhanced perceptions of a supportive management’ (CIPD 2019). We also provide training to help managers become more confident in discussing flexible working, and help staff achieve a healthy work life balance.

Wellbeing in the workplace (AC 3.2)
Wellbeing can be defined as ‘how well we feel physically and mentally, and how positively we feel about everyday life’ (Waite et al 2021 (p140). Supporting wellbeing in the workplace includes policies and practices that look after employee’s physical health, ensuring a pleasant and safe work environment, ensuring we adhere to our ethical standards, ensuring employees have a voice, encouraging and supporting professional development, supporting good lifestyle choices, ensuring fair pay and financial support (Waite et al 2021). As an organisation we understand that supporting our employees’ health and wellbeing not only ethically right, but also benefits the organisation. According to The CIPD (2022) ‘Investing in employee wellbeing can lead to increased resilience, better employee engagement, reduced sickness absence and higher performance and productivity’. Mangers will be relied upon to monitor employee wellbeing and engagement. Employees who are engaged will have a positive attitude as opposed to a negative attitude that can affect other employees. Key to supporting emotional engagement is to highlight the positive impact staff are having on the organisation and their value within the company. Managers must make time to check in on employees to spot any deterioration of staff wellbeing and address any concerns. According to CIPD (2017) investing in the forementioned wellbeing practices are likely to lead to ‘higher levels of trust and a sense of fairness’. Fostering our employee’s wellbeing is essential to us as an organisation as it reinforces our core values of integrity, respect, and care for both our customers and employees.


Discrimination legislation (AC 3.3)
The equality act 2010 legally protects people from discrimination in the workplace and wider community. It has identified 9 characteristics that are identifies in the act, and states that ‘it is against the law to discriminate against anyone because of age, gender reassignment, being married or in a civil partnership, being pregnant or on maternity leave, disability, race including colour, nationality, ethnic or national origin, religion or belief, sex, sexual orientation’ (GOV.UK Discrimination). The equality act 2010 describes 4 types of unlawful behaviour: Direct discrimination: This is when a person is discriminated against because of a protected characteristic i.e., Refusing someone a promotion because of their gender. Indirect discrimination: This is where a practice appears to be unbiased but can put people with protected characteristics at a disadvantage i.e., Holding social works events on religious holidays that would exclude some people from attending. Harassment: This is when unwanted behaviour is directed to a person with protected characteristics that is perceived as being offensive or used to intimidate or humiliate the participant. This could be in verbal, nonverbal, or written form. Victimisation: This is defined as ‘treating someone badly because they have done a protected act, or because an employer believes that you have done or are going to do a protected act’ (Waite et al 2021 (p152). For example, if somebody was discriminated against for making a claim or complaint of discrimination as this is a protected act. The people team have insured that our policies and procedures are in line with any legal requirements, however, managers must be alert to any practices that could be considered discriminatory.
Diversity and inclusion (3.4)
Diversity is about recognising people’s differences. It is about understanding the benefits of having a diverse workforce that represents a wide range of the community.
Inclusion is about valuing people’s individual differences. Ensuring that everyone feels that their contributions are valued and have the opportunity to progress and strengthen their skills, no matter their age, race, gender, identity, or circumstances.
Embracing diversity and inclusion in the workplace has many advantages. It allows us to access a wider range of talent from people with different experiences and perspectives. We gain a better understanding of our diverse customers. We improve our organisation brand, which positively affects our recruitment and retention (Waite et al 2021). Care should be taken at the recruitment stage, ensuring there are no unfair barriers to interview. Thought must be given to the range of differences that might put people at a disadvantage. For example, ‘neurodiversity is used to describe alternative thinking styles including dyslexia, autism and ADHD’. Historically neurodiversity might have been seen as a disadvantage. Now we realise how valuable diverse thinking is to an organisation, from problem-solving skills, to creative insights (CIPD 2018 Neurodiversity)’, and how low-cost adjustments can make a significant different to a person’s work life. Open communication between staff and employee can be vital in addressing a person’s individual needs. 
At healthcare on Hand, we aim wholly embrace diversity and inclusion, and foster a fully inclusive culture, where our employees feel that they are valued as individuals. 
Fair and unfair dismissal (AC 3.5)
Fair dismissal
In the event of employment termination, the employer must prove it is a fair dismissal. Section 98 of the Employment Rights Act 1996 set out 5 fair reasons for dismissal. Capability or qualification: Employers must prove that the employee is not qualified or incompetent to do the job Conduct: Employers must prove that the employee has broken the company rules. For example, abusive behaviour. Redundancy: Employers must prove that the role is no longer required and that attempts were afforded to employees to find suitable alternate work before being made redundant. Statutory restriction or illegality: Am employer can dismiss if the law prevents the employee from doing their job i.e., a driver losing their licence. Some other substantive reason: Employers must prove that they acted in a reasonable and fair manner regarding any other issues (Waite et al 2021).
Unfair dismissal
There are some reasons that a dismissal can be ruled automatically unfair including dismissal on grounds of: being in a trade union or whistleblowing. A dismissal can also be unfair if the organisation does not follow its dismissal or disciplinary procedure, or if an employee has no choice to resign because the employer has broken their employment contract. For example, raising a grievance the employer has failed to act upon.
It is vital that as an organisation we abide by legislation when considering dismissal of employees. Consequences of a tribunal are not only a waste of resources but will negatively affect our reputation and company brand.
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