[bookmark: _Hlk168487908]A guidance document for Clean Quarter Ltd on how legislation and organisational practices affect employment relations. 

AC 3.1 
[bookmark: _Hlk168487914]It is believed that achieving a healthy work-life balance is essential for employee well-being. When employees achieve the correct balance between the two, they are seen to be more productive, engaged and less likely to burn out. The importance of work-life balance from an employer’s perspective is to create retention in the workplace. By creating a work environment that supports work-life balance, employers can improve job satisfaction, reduce stress, and attract top talent. Promoting employee well-being requires consideration of a range of influences that might affect the balance between employees’ personal and working lives. These include: 
· Environmental factors – which include the type of jobs where the employees perform their best and how a role suits them.
· Awareness of health and safety – the way in which employees are treated at work by managers and co-workers. 
· Management styles and behaviors – it is important that managers are trained in a correct way to always treat their staff fairly and respectfully. 
 Employees have certain statutory rights that employers must uphold to ensure a healthy work-life balance. These rights, outlined in the Working Time Regulations 1998, include rest periods, paid holiday entitlement, and limitations on working hours (Tangen-Sorgendal, 2024). 

AC 3.2 
Wellbeing is a combination of how someone is feeling physically, mentally, emotionally and taking into consideration any social health factors. Promoting and supporting employee wellbeing is important because this is the foundation to retention and ultimately, happy employees. Wellbeing also champions employees working better and encourages a healthy working environment. Investing in employee wellbeing can lead to increased resilience, better employee engagement, reduced sickness absence and higher performance and productivity (CIPD, 2023).  It is important that wellbeing is shown through the culture of the business and emphasised through business values.  To achieve wellbeing in the workplace, there must be contribution from both the employer and employee. Carrying out surveys or toolbox talks around wellbeing could be a positive way to gain feedback on how employees feel and how wellbeing could improve in the workplace. It is also important to note that feedback from employees regarding wellbeing should be actioned. 

AC 3.3 
Discrimination legislation encompasses laws and regulations designed to prevent unfair treatment of individuals in the workplace. Both employees and employers are protected under the Equality Act 2010 against discrimination under nine protected characteristics. These are: 
· Age 
· Disability
· Gender reassignment 
· Marriage and civil partnership
· Pregnancy and maternity 
· Race 
· Religion or belief 
· Sex 
· Sexual orientation 

The Equality Act 2010 outlines several forms of discrimination: 
· Direct discrimination is where someone is treated unfairly because of a protected characteristic. 
· Indirect discrimination is when a policy, practice or rule applies to everyone equally but disadvantages a group of people with a protected characteristic, so it is done in a ‘less obvious’ form. 
· Harassment is unwanted behaviour in the workplace relating to a protected characteristic. It is also when someone is creating an intimidating environment and violating someone’s privacy. 
· Victimisation is treating someone unfairly because they have complained about something and pinpointing someone out on the issue they have complained about. 
· The Equality Act 2010 provides protection against discrimination in the workplace and around protected characteristics and providing equality and ensuring fair treatment for all in the United Kingdom. 

AC 3.4	
Diversity refers to ensuring everyone is treated the same from different backgrounds, experiences, and perspectives within an organisation. Promoting workplace diversity includes creating an environment where different opinions are valued and respected. Key aspects of workplace diversity are… 
· Race and Ethnicity – including employees from different racial and ethnic backgrounds. 
· Gender – ensuring equal opportunities for all genders are offered. 
· Age – embracing a multi-generational workforce and not discriminating someone based on their age. 
· Disability – creating a workplace environment where someone feels comfortable and reasonable adaptions have been made to suit the needs of the individual. 
· Religion and Belief – respecting diverse cultures and providing accommodations for religious observances. 
The importance of diversity is that diverse teams can bring varied perspectives and ideas, potentially leading to more creative solutions and innovations in the workplace. People with different backgrounds could inspire others and vice versa. People who are more likely to feel engaged and valued in a workplace are more likely to stay to create retention within the business.  It is important to note that just simple tolerance of difference and having a diverse workforce is not enough – people need to feel empowered, a sense of belonging and feel safe to contribute their ideas and viewpoints to achieve their full potential (CIPD, 2022).   
Equality is ensuring that everyone is given the same opportunities and are treated fairly without discrimination regardless of their characteristics. It is also ensuring everyone has access to the same rights, resources, and opportunities available. Key aspects of equality are… 
· Equal opportunity – ensuring everyone is treated fairly without any barriers getting in the way. 
· Fairness and Justice – creating a fair environment and that protected characteristics do not result in an unfair disadvantage. 
· Equal treatment – employees should be treated the same way in similar circumstances. 
· Non-discrimination – ensuring no one is discriminated against based on their race, age, gender, or disability. 
 The importance of equality is to create a fair working environment and that everyone is treated the same. By treating everyone fairly and fostering equality, it can be a good way to create retention and promote talent within an organisation. Giving everyone the same, equal chance means that businesses can tap into their talent pool to create promotions and give opportunities to employees. It is also important as equality creates a positive work environment which contributes to employees feeling safe, respected, and empowered so that they can contribute their best at work. 

AC 3.5 
Unfair dismissal is when an employee is dismissed from work in a way that is considered unfair, legal, or for reasons that aren’t right or fair.  It might be unfair dismissal if an employee worked for their employer for at least two years and any of the following apply: 
· There was no fair reason for the dismissal. 
· The reason was not enough to justify dismissing them. 
· The employer did not follow a fair procedure (ACAS, 2022).
Fair dismissal is when an employer follows the correct procedure to dismiss someone from the workplace due to a wrongdoing that has been caused. There is a correct procedure to follow to dismiss an employee correctly which includes an investigation, a disciplinary meeting and then follows an outcome of the dismissal.  This gives employees a fair chance to put anything forward they feel will help their case and, in some instances, if no evidence is found, the employee can remain employed in a fair manner. Even if you have a fair reason, the dismissal is only fair if you also act reasonably during the dismissal and disciplinary process (GOV.UK, 2012). Keeping up to date with probation review meeting if an employee is not performing is a good way to observe performance before confirming permanent employment.  It is important to note that a contract of employment provides protection to both parties that would help create a case for a fair dismissal. 
With anything explored, comes risks. The risks for fair dismissal for employers in the workplace could be: 
· Damage to reputation – fair dismissals can contribute to the reputation as a responsible employer. This could damage the employer brand and stop people from applying for jobs if there is a high turnover of staff. 
· Potential compensation – if an employee takes a case to a tribunal and they determine that the dismissal was unfair, costs could incur as compensation to the employee. 
· Legal compliance – employers must ensure that the correct dismissal process is followed and is based on valid reasons. 
The risks for employers in the workplace for unfair dismissals could be: 
· Negative publicity – unfair dismissal cases can attract attention which could cause brand damage. 
· Tribunal claims – this again could cause brand damage and could create compensation costs and payouts to the employee. 
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