Guidance Document  

This purpose of this guidance document is to explain how organisational practices together with requirements of the law have an impact on employee relationships.
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[bookmark: _Int_fdpq6HBk]Explain the importance of achieving work-life balance within the employment relationship with an overview of the regulations relevant to work-life balance. (AC 3.1) 

[bookmark: _Int_Oy4pjatb]“Work-life balance is a concept that describes the ideal situation in which an employee can split his or her time and energy between work and other important aspects of their life. Achieving work-life balance is a daily challenge” (Healthfield, 2021). For employees to be more loyal and productive, there needs to be a healthy balance between personal and professional obligations. People have many responsibilities including work, children, housework, volunteering, elderly parent care, and long working hours or highly stressful jobs that can place a big strain on individuals and their ability to manage both in harmony. Additionally, stress is linked to health concerns such as increased drinking and smoking, depression and weight gain. The struggle in maintaining a healthy balance can be difficult and can have negative effects on both physical and emotional health. If staff feel unable to manage this balance, the quality of their work will be impacted, and they are more likely to take time off due to stress which then has cost implications for the employer. If we can encourage a healthy work-life balance we are more likely to see a high turn on investment, recruitment and retention of staff. A happy, relaxed team is positive and productive (Johnson, 2015).
We have a responsibility to safeguard employees from excessive workloads and extended hours under the Health and Safety at Work Act 1974. A culture of excessive hours can be combatted via flexible work schedules. Risk assessments should be in place and any concerns resolved quickly. Working Time Regulations 1998 (WTR) also help to govern working hours in the UK by establishing minimal requirements for things like weekly working hours, entitlements to rest, and annual leave (Suff, 2022).

Explain what is meant by, and the importance of, wellbeing in the workplace. (AC 3.2) 

The term well-being in the workplace refers to aspects of working life which influence how an employee feels about their job and can include things like salaries, responsibilities and working conditions which can affect health and fulfilment (Indeed, 2023). In order to achieve well-being in the workplace it is important that we promote a health work-life balance and that all parties are committed to enforcing such well-being. As an organisation we must have policies in place to promote well-being and support mental health. Strong leadership in this field will allow employees to be heard and promote positive working relationships and practises. Regular physical activity, healthy eating and support for personal and career development along with the promise of fair pay and benefits, retirement planning and financial support will all encourage well-being in our employees and demonstrate values-based leadership (Waite et al, 2021).

Promoting employee well-being benefits both the organisation and our employees. Stress can be avoided if we create environments where people feel content and this in turn will promote productiveness and wellbeing. The recent Covid pandemic has really highlighted employee health and well-being and made us realise that it is an essential component of organisational performance and employee engagement. New flexible working patterns and a trust in employers to work autonomously meant an improvement in well-being and increased notions of a supportive culture (Suff, 2022). We must realise that well-being in the workplace is crucial to health and happiness and benefits both staff and employer with attendance, engagement, performance and productivity. Happy employees positively contribute to organisational culture improving branding, reputation and attracting talent (Indeed, 2023).


Summarise the main points of discrimination legislation. (AC 3.3)

The Equality Act 2010 is a legislation put in place to protect employees and others from discrimination in the workplace (GOV.UK, 2015). This applies from the very beginning during the recruitment and selection process and continues throughout employment and even afterwards. We all have an obligation to treat everybody else courteously and in accordance with the law. It is our duty as people professionals to ensure that we can protect our employees, encourage a healthy working environment and guarantee respectful standards. Training for staff and procedures for complaints regarding discrimination help to encourage positive working relationships. These actions will help ensure that everyone is treated fairly and discrimination in the workplace will be eradicated. According to PSED, public sector organisations must also actively “consider ways to stop discrimination, harassment and victimisation; support equity and equal opportunities and tackle prejudice by promoting an understanding of the protected characteristics, under the public sector equality duty” (Acas, 2020). 

The law also protects against discrimination at work regarding terms and conditions of employment, pay and benefits, training, promotion and transfer opportunities, redundancy and dismissal (GOV.uk, no date). Exemptions apply if there is an occupational requirement such as preserving patient decency in a care setting or if an actor of a particular gender is required for the authenticity of a role (Waite et al, 2021). If an employee feels discriminated against and is unable to rectify matters within the workplace, they can seek help outside of the organisation with the Citizen’s Advice Bureau or other similar places. If an employee feels unable to resolve an issue, they can consider legal action by making a claim in court or at a tribunal (GOV.uk, no date).


[bookmark: _Int_ZNLW5ygb]Explain what diversity and inclusion mean and why they are important. (AC 3.4)

The term diversity refers to a representation of a mix of different genders, abilities, races, ethnicities, sexual orientations and more within the workforce to build a strong and healthy organisation (McKinsey, 2022). Diversity acknowledges that everybody is unique in a number of different ways which can sometimes be obvious and sometimes not. These differences should be recognised, valued, embraced and promoted because they can be advantageous in decision making and problem solving. A diverse workforce will be able to draw upon a variety of different experiences and perspectives, but we must remember to actively empower people and create a safe environment where everybody feels able to contribute confidently rather than just appreciate that the differences exist.

The term inclusion refers to involving people in a manner that is equitable for all whilst respecting individuality and providing the freedom to realise their full potential and succeed. An inclusive workplace culture supports everyone so that they feel comfortable to be themselves, feel they belong and that their contributions matter and also has policies in place to ensure practices are fair. Everybody should have the opportunity to further themselves, discover their potential and be recognised and rewarded for their efforts regardless of background, identity or situation. Accepting and valuing a range of different viewpoints, concepts and styles from a variety of backgrounds means that everybody in the organisation stands to gain. As people professionals we must ensure that we do not prejudice any of our workforce and that we set a good example for advocating equality, diversity and inclusion (Ali, 2022).


Explain the difference between fair and unfair dismissal. (AC 3.5)

For an employee to be dismissed fairly from their role, there must be a legitimate reason for the dismissal. Section 98 of the Employment Rights Act 1996 cites a number of legitimate reasons. Fair dismissal due to capability or qualification could be if an employee doesn’t actually possess the skills or aptitude to carry out the role or does not have the necessary academic or technical abilities required. If an employee’s behaviour is abusive or otherwise inappropriate, there has been a theft, rules broken or consistent tardiness, an employee can be fairly dismissed for conduct. Redundancy might occur if roles are no longer needed, and employees can also be fairly dismissed if a legal restriction or statutory ban prevents them from doing their job (i.e. losing driving licence). There are also other reasons that might be deemed to be fair such as a misrepresentation of facts to secure employment or a fixed term contract coming to an end.

Unfair reasons for dismissal include pregnancy, requesting parental leave, being a member of a trade union, asking for legal rights to be met, attending jury service or an involvement in whistleblowing. If the reason for dismissal is fair but proper procedures are not followed correctly, this can be deemed to be unfair, and claims can be made against the employer. Also, if an employee feels that they have been put in a position where they feel they have no option but to resign, due to conduct of the employer. In order to dismiss people fairly, we should follow the Acas Code of Practice on disciplinary and grievance procedures to ensure the process is conducted fairly (Waite et al, 2021).
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