Employment Relations

AC 3.1
It is crucial that businesses strike the correct work-life balance. Noon and Blyton defines it as the balance an employee has between their work-life and their personal life without pressure from the one affecting the other. If an organisation can harbour a positive work-life balance according to Waite et al. (2021) it could lead to:
· “Increased productivity
· Lower absenteeism
· Reduced stress
· Happy and content employees
· Promote a positive perception of the organisation, internally and externally
· Greater employee loyalty, commitment and motivation”
A survey by CIPD (2019) showed that work-life balance was one of the key attributes that underpinned an employee’s job quality, if it is not done effectively, it could cause dissatisfaction in work and cause a loss of employees but also Waite et al. (2021) suggests it could lead to mistakes in the workplace which could lead to ‘legal ramifications’.
There are many different legislations that can affect work-life balance and they should be considered in any organisation’s own policies and procedures.
One example is maternity/paternity rights. Through the maternity rights every employee is entitled to 52 weeks of maternity leave, by law an employee must take 2 weeks, (4 if they work in a factory) and can take up to the full 52 weeks. Paternity leave is shorter with the partner being eligible for the statutory leave of up to 2 weeks, from the 7th of April 2024, the law has changed and paternity can now be taken as 2 weeks together or in 2 blocks of 1 week. 
[bookmark: _Hlk168004205]Another right is the Working Time Regulations (1998) this gives guidelines on the maximum working hours an employee can work in a week. This is something that an employee can opt out of but it caps the working week at 48hours to help maintain a work-life balance. Another legislation that was updated this year was regarding flexible working requests. Employees can now make a flexible working request from day 1 of their employment and they can also submit 2 requests in any given 12-month period. Creating and maintain a good work-life balance can be crucial to any organisation.

AC 3.2
Wellbeing in the workplace is often tided into work-life balance but they do differ. When looking at wellbeing we generally consider how we physically and mentally feel, which of course can be impacted by work-life balance.
Grant et al (2017) identifies wellbeing into 3 categories, psychological, physical and social, which then lead to a better work-life balance and can positively impact performance.
One aspect of wellbeing is health, Waite et al. (2021) explains that employers should care for their employee’s physical health by promoting strong health and well-being policies and support; employees should also be offered personal safety training; and mental health is an increasingly key element by ‘introducing stress management workshops, carrying out risk assessments, occupational health support’ and many more.
Another aspect is the work, having a positive and open working environment will have a significant impact on each employee’s well-being.
The third relates to the values and principles of the organisation. By promoting and demonstrating the values of the organisation and upholding ethical standards and diversity and inclusion it also promotes well-being.
The next is the employee voice, ensuring each employee feels they have a voice within the organisation especially when it comes to consultation on decisions etc.
Personal growth is also important for well-being, to promote career development and continuous learning and development.
Lifestyle choices can also impact well-being and can be promoted through the workplace such as healthy eating and physical activity.
Lastly is financial well-being, ensuring fair pay and financial support.
Supporting employee well-being is important for both the employee and the employer in creating a positive workplace culture which will support retention of staff and overall satisfaction with their jobs.
Well-being in the workplace can be concluded as the overall quality of work experienced by an employee, with Fisher (2010) associates it with general ‘happiness’.

AC 3.3
The Equality Act 2010 is the main legislation that relates to discrimination. It outlines that all employees are protected from discrimination and goes on to specific name the 9 protected characteristics as:
· Age
· Disability
· Gender reassignment
· Marriage and civil partnership
· Pregnancy and maternity
· Race
· Religion or belief
· Sex
· Sexual orientation
Discrimination can be broken down into 2 parts, direct and indirect. Direct discrimination is when a person is treated unfairly because of a specific protect characteristic mentioned earlier, indirect discrimination is when a policy or practice puts certain people with protected characteristics at an unfair disadvantage, this is not always as clear but in certain circumstances can be justified.
The Equality Act 2010 classes both direct discrimination and indirect discrimination as unlawful behaviour along with harassment, which is defined by Waite et al (2021) as “bullying or unwanted behaviour related to any of the protected characteristics”; and victimisation, defined by Waite et al. (2021) as “treating someone badly because they have a ‘protected trait’”.
It is key that organisations promote the challenging and excluding discrimination in the workplace and discriminatory behaviour.

AC 3.4
Waite et al. (2021) explains that demographics are constantly changing, therefore workplaces must ‘employ and work with a diverse range of people’.
Diversity can be defined as the recognition of the differences between people. CIPD (2022) explains it is the acknowledgment of the “benefit of having a range of perspectives in decision-making ad the workforce being representative of the organisation’s customers”. 
Inclusion is where the difference between people are “valued and used to enable everyone to thrive at work. An inclusive working environment is one in which everyone feels that they belong without having to conform, no matter their background, identity or circumstances” CIPD (2022). 
It is key to have some form of equality, diversity and inclusion policy within the organisation to ensure the business is supporting all it’s employees, everyone knows what is expected of them, employees understand the law relating to discrimination and they know how to resolve any problems (ACAS).
Workplace culture is key in any business and promotive an inclusive culture will ensure every employee feel valued, recognised and respected respecting and promoting diversity and inclusion develops a strong employment relationship with all employees as they feel valued.

AC 3.5
At times an employer must terminate a member of staff’s contract through dismissal, it is essential that there are policies and procedures in place to ensure that any dismissals are classed as fair or it could lead to a tribunal case. For a dismissal to be fair the reason for dismissal must be fair but also the handling of the dismissal.
Reasons for a fair dismissal can be found in the Employment Rights Act 1996, which includes:
· Capability or qualification, if an employee is lacking the skills or qualifications to complete their job,
· Conduct, the employer must be able to show that the employees conduct has broken the organisation’s rules,
· Redundancy, if the role is no longer necessary,
· Legals restriction or statutory ban, if the law prevents an employee from completing their job,
· And some other substantial reason, the employer must be able to demonstrate that they acted reasonable and fair.
According to Waite et al. (2021) unfair dismissal is automatically deemed unfair if the reason relates to 
· Being pregnant or on maternity leave
· Wanting to take family leave, for example parental, paternity or adoption leave 
· Being a trade union member or representative 
· Asking for a legal right, for example to be paid the national minimum wage
· Doing jury service 
· Being involved in whistleblowing 
· Taking action, or proposing to take action over a health and safety issue
Sometimes a dismissal may be deemed unfair if the way it is handled is unfair, although the reasoning was fair or if an employee feels they have no other choice but to resign because of something serious the employer has done.
When considering  wellbeing, work-life balance, diversity and all the other topics discussed today, they are all underpinned by strong policies and procedures to have in place to ensure if any situation arises the organisation is aware of how to deal with it effectively and within the law.
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