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Task 3

(AC3.1) Waite, K et al. (2021) defines work life balance ‘as the ability of individuals to successfully pursue their work and non-work lives, without undue pressures from one undermining the satisfactory experience another’ 

Work life balance defined in this way is the relationship between the employee as an individual and their own wants and needs, the business as an organisation with their own goals and objectives and the marrying of the two in a healthy way. A positive work life balance for both the employee and the organisation means that for the organisation, the employee can work and perform in their professional life to a high standard, ensuring their goals and deadlines are met. For the employee, they can go to work and still have enough time to fulfil their own personal objectives, be able to satisfy all their basic human needs. 

Within the UK, there is specific legislation which protect workers rights when it comes to ensuring they have a healthy work-life balance. These include; 
· Equality Act (2010)
· Employment Rights Acts (1996)
· The Working time Regulations (1998)

Whilst there are other legislations which protect workers rights, the above cover key provisions such as a maximum 48 hour working week, employee’s rights to request flexible working, and employee’s rights to request reasonable adjustments in their workplace in the case of disabilities. (Gov.uk, 2024)  

(AC3.2) According to the CIPD (2024), there are 7 underlying elements which influence an employees wellbeing. These are;
· Health
· Good Work
· Values/Principles
· Collective Social
· Personal Growth
· Good Lifestyle Choices
· Financial Wellbeing
Whilst this is a very broad list of what constitutes wellbeing, they cover all aspects of life. Wellbeing at it’s core is feeling unburdened or unstressed, which allows you to perform at your peak capacity.
Looking at the 7 elements above, if any of these elements, such as your financial wellbeing are being affected, for example you as an individual are in debt, this can cause you to have a negative outlook on work, life and affect your everyday ability to perform. By ensuring that you look after your own personal wellbeing in each of the above categories, you as an individual will be able to perform optimally. Wellbeing is incredibly important on an individual level, and to any organisation staff wellbeing should be an area of high importance, as if key members in your organisation are suffering from poor wellbeing, this can have a drastic impact on meeting targets, and can also negatively affect other staff member’s wellbeing which can cause a domino effect. 

(AC3.3) There are several different legislations which protect people against discrimination in the UK. One of these is the Equality Act (2010). The Equality Act protects people against discrimination based on several characteristics, such as gender or race, and is the main piece of legislation within the UK which protects people from discrimination. The Equality Act protects people from a few types of discrimination, harassment and ensures that organisations are to provide reasonable adjustments for those who require them as a legal requirement.  

There is also the employment rights act (1996) which provides provisions and guidelines to employers and employees on their rights related to unfair dismissal and redundancy. One of the key provisions of the act literally is the right to not be unfairly dismissed. The act also ensures that employers must provide terms and conditions (a contract) to their employees and ensures that employees can not be unfairly treated or dismissed if they join a trade union.

 There is also the Human Rights Act (1998) which ensures that both inside and outside of work, individuals within the UK are given rights and freedoms, such as the Freedom of thought, conscience, and religion. Freedom of expression and a right to life. All of the rights and freedoms provided to us in the Human Rights Act allow us all to live in a democratic society which allows us to challenge each other and our employers in a civil way, and arguably without the Human Rights Act (Or, the European Convention on Human Rights before it) a lot of the liberties which we take for granted today would potentially not exist. 


(AC 3.4)
Raimi. L and Kah. J (2022) says that organisations which practice DEI (Diversity, Inclusion and Equity) is what provides first world countries their workforce basic rights, social justice, respect, and dignity as human beings. 

Raimi. L and Kah. J (2022) says that diversity programs are designed to attract, attend, and retain a diverse population within the workforce. What this encourages is a culture where people of different races, age, gender’s, different characteristics, are all able to work together in harmony and bring in their own shared experiences and worldviews to work together. This can be value for any organisation as having such varied experiences means that new ideas can be generated and decisions can be made based on unbiased views.

Waite, k et al (2021) says that inclusion is where people’s differences are valued and used to enable everyone to thrive at work. Where as Diversity could be likened to the activity of recruitment, where it’s an organisations social, moral, and legal responsibility to ensure that it provides every opportunity to recruit a diverse workforce, inclusion is the ‘pay off’ of recruiting and supporting a diverse workforce. Through being diverse in the recruitment process, an inclusive culture can be fostered which allows everybody to thrive within. Through promoting diversity and inclusion within the workplace, several strengths can be passed onto an organisation, such as those highlighted above, as well as to the individual. An individual working in an environment where diversity and inclusion is promoted is more likely to be able to gain insights which they otherwise would not have gained, and be able to understand and learn from people of different cultures which could arguably improve their own worldview.  

(AC 3.5)

The Employment Rights Act (1996) as in AC 3.3 provides guidance for both organisations and employees on their rights when it comes to both fair, and unfair dismissal. The Employment Rights Act states that an organisation may fairly dismiss an employee if they deem that they uncapable of performing their roles any longer, due to a lack of skills, competence, or qualification if they consistently fail to meet deadlines, or to fulfil their job requirements. 

They may also dismiss employees on terms of bad conduct both in and out of work (bad conduct outside of work could be classed as illegal activity for example.). Redundancy is also classed as ‘fair dismissal’ under the act. This is where the employer needs to reduce their workforce because of financial reasons.

An unfair dismissal occurs when a dismissal occurs without falling into any of the above categories of dismissal. An example of unfair dismissal could be firing a worker who is pregnant to avoid having to pay maternity leave to the member of staff affected. Looking at other acts in AC 2.3 such as the Equality Act 2010, a dismissal could be deemed as unfair if a staff member was dismissed because they were being discriminated against because of a protected characteristic, for example firing someone based on their race, age or gender.  
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