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AC 3.1

Work-life balance is the balance between work and non-work responsibilities and experiences and ensuring that one does not negatively impact on the other. Work-life balance improves overall well-being, including physical, emotional, and mental health. It prevents burnout caused by prolonged work stress. It leads to increased productivity and engagement, and it can reduce health problems and promotes mindfulness.

There are several pieces of legislation in effect which seek to regulate some aspects of work-life balance. The Working Time Regulations 1998 limit the number of hours which can be worked on average per week. This is currently set at 48 hours per week on average over a 17 week period. There are exceptions for certain jobs within the legislation and workers in other roles may opt out of the 48 hour limit if they choose. 

The Employment Rights Act 1996, Maternity and Parental Leave etc Regulations 1999 and Equality Act 2010 provide employees with rights with respect to leave and other rights which provides protections for employees who are pregnant or who have new children who wish to prioritise their life balance and family needs at a potentially demanding and vulnerable time. The Paternity and Adoption Leave Regulations 2002 provide similar protections for new adoptive parents.

Under the Employment Rights Act 1996 employees have the right to request flexible working including working hours and shift pattens. An employer must accept the request unless there is a genuine business reason not to do so. An employee who is considering making a request for flexible working, has made such a request or raised an issue or legal challenge regarding a request for flexible working has protection from unfavourable treatment by an employer which is carried out as a result of exercising their rights. The right to request flexible working provides a statutory mechanism for employees and employers to find a solution, where possible, to re-balancing the work-life balance of an employee. The Equality Act 2010 provides protections to employees with protected characteristics such as disabilities and to those who are carers which also apply to the right to request flexible working.


AC 3.2

Wellbeing in the workplace is the promotion of physical health, mental health, a positive environment and a sense of contentment with the workforce. The promotion of wellbeing in the workplace is important as it has the potential to reduce absences caused by physical or mental ill-health, the potential for improved engagement and work output by employees, better morale, the potential for improved retention of employees, increased performance at an organisational level and a potential improvement to organisational reputation and a competitive edge in recruitment. 










AC 3.3

There are several key pieces of legislation in force within the UK which seek to provide a legislative framework for the protection of employees against discrimination.

One of the most important pieces of legislation for the protection against discrimination is the Equality Act 2010. The Equality Act 2010 provides protection from discrimination for people with certain characteristics. These characteristics are known as ‘protected characteristics’ under the legislation and there are 9 such characteristics in the Equality Act 2010.The characteristics are age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion, sex, sexual orientation. The Equality Act 2010 protects persons with a protected characteristic from direct discrimination, indirect discrimination, harassment and victimisation. 

Direct discrimination would be a form of discrimination in which someone is treated unfairly because they have a protected characteristic.  Advertising a role which would only be open to a person of a specific gender, age requirements or that an applicant must not be married for example would be a case of direct discrimination. There are some circumstances where direct discrimination can be justified as an occupational requirement, for example, requiring a specific gender in a heath or care setting or authenticity in theatrical and dramatic acting roles. 

The Equality Act 2010 also includes provisions for protecting persons who are directly discriminated against because of their association or perceived association with someone who does have a protected characteristic. For example, a person who is not given a promotion or job because they live with someone who has a disability and there is a perception that this may mean they need to take time off. 

Indirect discrimination would be where a workplace policy, rule or other requirement has the appearance of being neutral and may have been intended to be so but in practice does in fact disadvantage someone with a protected characteristic. For example a policy that all roles must be full time may disadvantage women as women are statistically more likely to have child caring responsibilities and may need a part time role to access the workplace around other responsibilities. 

Harassment involves unwanted behaviour such as bullying are inflicted upon someone because they have, or are perceived to have, a protected characteristic. Harassment would also include inappropriate sexual comments or gestures towards a colleague because of their gender and offensive comments, banter and conversations.

Victimisation is where someone with a protected characteristic is treated less favourably because they have exercised their rights under the Equality Act, intend to do so or because there is a belief that someone has exercised their rights or intends to do so.




AC 3.4

Diversity in the workplace is where there is a balance within the organisation of employees with different genders, sexual orientation, disabilities, ethnicities, religious, cultural backgrounds, educational backgrounds, skills and personality traits. Diversity has the potential to bring a more diverse set of skills, experiences, insights and knowledge than would otherwise be the case. This can potentially lead to benefits for the organisation in that the diversification of skills and ideas may help with innovation, being able to relate to and connect with a diverse range of potential clients and customers, being more attractive as a place to work, being more reflective of wider society and promoting a more harmonious workplace with increased wellbeing.

Inclusivity is the practice of ensuring equal opportunity and accessibility within the workplace, particularly for employees with characteristics who may have been marginalised in the workplace historically. For example, training or recruitment practices for persons who are neurodivergent may need to be adapted to ensure that the person has the same opportunities to access and get the most from training and recruitment opportunities as neurotypical individuals. Inclusivity is about ensuring that not only does the workforce appear diverse but that all employees and potential employees are included in the workplace and given equal access to make a contribution and fulfil their potential at work. 


AC 3.5

Dismissal is the term for the ending of a contract of employment by the employer. The law provides that in some situations a dismissal may be unfair. Examples of unfair dismissal would be where an employee is dismissed for exercising statutory rights such as taking maternity, paternity or adoption leave, being a member of a trade union, asking to be paid the minimum wage, whistleblowing or raising concerns regarding a health and safety issue.

Constructive Dismissal refers to situations where the employer does not directly end the contract but does something which is series enough to cause the employee to end the contract themselves. This can involve being treated less favourably in terms of pay, promotion, bullying, harassment or not looking into a grievance or protecting the employee from harassment and bullying by their colleagues.

Fair dismissal would be where the employer ends the contract of employment on the grounds of the employee’s qualifications, conduct, redundancy or where existing law or new legislation means the contract cannot continue due to restrictions or a ban which would impact on the contract.

Unfair dismissal involves the application of a two stage test by an Employment Tribunal. The first stage of the test is whether there is a fair reason for the dismissal. The second part of the test is if there is a fair reason, was the dismissal itself dealt with fairly. Therefore, even a dismissal with a fair reason can be considered an unfair dismissal if the dismissal process is not managed fairly. This is why it is vitally important for HR professionals to ensure that investigative, disciplinary and dismissal processes are all followed correctly and are properly documented at each stage to reduce the risk of potential claims for unfair dismissal.
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