3C003 – Core Behaviours for People Professionals

Task 3 – Guidance document
1 An explanation of the importance of achieving work-life balance within the employment relationship with an overview of the legislation relevant to work-life balance. (AC 3.1)
A healthy work-life balance is important to maintain a proper relationship between work and personal lives.  This can, and usually will, lead to improved productivity through having happier, more engaged employees.  When the balance is achieved, the likelihood is that employees will potentially have fewer health problems, particularly stress-related, and will therefore be able to perform better and with fewer absences.  It can also be a factor in retaining staff and increased morale, as there’s less scope for unhappiness in the workplace. 
There is legislation in place to ensure that the basic minimums are met – the Working Time Regulations 1998 set a maximum number of hours worked per week (albeit with an opt-out clause) of forty-eight hours, with an average working day of eight hours, not including time away from the workplace on a rest break.
The Working Families Act 2006 increased the amount of statutory maternity pay and maternity allowance from six to nine months, and increased leave for fathers if he mother returns to work before the end of her maternity leave period.
As of April 2024, there is a change to day one rights that employees can make a statutory request for permanent flexible working arrangements, without having to explain themselves what the impact on the organisation would be, and how it can be overcome.

2 An explanation of what is meant by, and the importance of, wellbeing in the workplace (AC 3.2)
Wellbeing in the workplace is the sense in which employees needs and welfare are met by the employer.  This can encompass physical and mental health, social support, aa safe working environment, and financial security and advice, among other areas.  This can be achieved by ensuring that employees are listened to, and that their needs are met, in achievable, or as close to if not possible and/or a compromise is reached, so that there is a strong relationship of trust built between he employer and employee.  In building this relationship, it is important that both parties take on board the needs of the other.
With increased wellbeing, employers may find increased morale and engagement, leading to increased productivity.  A workplace with a lack of wellbeing structure and processes will find that staff are more likely to seek employment elsewhere, and will suffer from increased attrition.  This can be combated by a number of means to increase wellbeing.  Effective people management is important in promoting wellbeing, as a good working environment with robust policies is vital.  A social aspect can help to promote wellbeing, such as a lunchtime walking club, or organised social events or teambuilding sessions, but with the understanding that not all people might enjoy such situations.



3 A summary of the main points of discrimination legislation. (AC 3.3)
The Equality Act 2010 is designed to protect people from discrimination at work.  There are a number of “protected characteristics” by which a person cannot be treated less favourably than another person because of.  This could include making it harder for the person to do their job, causing distress, either emotionally or financially, or excluding them from benefits or opportunities that are afforded to others. These characteristics are:
· age
· disability
· gender reassignment
· marriage and civil partnership
· pregnancy and maternity
· race
· religion or belief
· sex
· sexual orientation

The Working Families Act 2006 can also be a part of making sure that employees are treated fairly, and that their rights as parents, carers, adoptive or foster parents are protected.  It also gives scope for more people with caring responsibilities to be able to request to work flexibly, and this coupled with a recent Acas Code of Practice (April 2024) gives more rights to the employee when making such requests.

4 An explanation of what diversity and inclusion mean and why they are important. (AC3.4)
Diversity is the basis by which we are all different, and it is these differences that make society, and a workplace function.  The differences can be (but are not limited to) based upon ability, colour, sexual orientation, beliefs, gender, ethnicity, socioeconomic status, geographic background, marital status, educational or academic background.  Diversity is important because differences are important to bring as many experiences and ways of thinking forward so that all employees can feel that they are a vital part of an organisation rather than simply being a worker without a voice.  It is important because without diversity, there is the potential for much more narrow views, resulting in a much reduced outlook on what can be achieved.
Inclusion is the means by which all people can be involved in a way that is fair for all, regardless of what their background is, and how different they are from one another.  It is important because it makes for a more fair workplace, with workers being more empowered and with the ability to work to their full potential.  Employers should make sure that all are included to promote a wide range of ideas and processes that might otherwise be missed.  Inclusion is promoting a culture in which a wide mix of people can come together and feel confident and comfortable to be themselves and work in a way that suits both them and their employer while delivering results.  In this way they will feel more valued and promote the employer more.

5 An explanation of the difference between fair and unfair dismissal. (AC 3.5)
For a dismissal to be fair, it must be for one of five reasons:
· Capability and performance
· Conduct (or misconduct)
· Illegality or contravention of a statutory duty
· Some other substantial reason
· Redundancy
If any one of these reasons is met, then the dismissal can be classed as fair, as long as the employer has acted reasonable and fairly, having followed a fair procedure.  In this instance, the employee is not generally entitled to make a claim 
An unfair dismissal is one that falls outside of the reasons above, and there is no good reason for it, or the employer doesn’t follow either the correct legal requirements and its own disciplinary or dismissal procedure.  Unfair dismissals are often on the basis of discrimination, generally due to one of the protected characteristics defined in the Equality Act 2010.
Dismissal based upon pregnancy is always classed as unfair, along with all other reasons relating to maternity.  Other automatic unfair reasons are whistleblowing, being a member of a trade union or making a request for flexible working arrangements.
The basis for fair and unfair dismissals are laid out in part 10 of the Employment Rights Act 1996, which also states that the employee should normally have at least two years service with their employer to be able to bring a claim, though this may change with a new Labour Government, (if elected) if they carry through manifesto pledges to increase workers day one employment rights.
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