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Provided below is guidance on the importance of employment legislation and organisational practices as managers and owners at Healthcare on Hand take more responsibility over employment relations matters. 

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)
Ensuring wellbeing at work is vital to obtain “increased resilience, better employee engagement, reduced sickness absence and higher performance productivity.” (CIPD, 2022). Costello (2020, pp. 50-51) highlights in their work that “research shows that organisational representatives (i.e. managers) who work hard to create a trusting environment for their employees markedly improve levels of engagement.” From understanding this, we can conclude that if line managers create an environment where employees feel safe and cared for their engagement will be increased to the tasks set out by work. 
We must adhere to many regulations to ensure the wellbeing of our employees. These are protected under The Working Time Regulations 1998 which protects and supports employees’ holidays, working hours, rest periods, night working, maternity or paternity leave and home working, all factors which will contribute to the positive wellbeing in our workplace. McClelland (et al.) (2017) has highlighted in their work how fatigue, due to employers not implementing the above factors into the workplace, as the main factor for “deterioration in psychological wellbeing, impairment of ability to carry out essential elements of training.” 
Ensuring that our company comply with regulations of the above will benefit both the employee and the employer. The employee will feel more valued within the workplace leading to better retention and engagement of staff. This will benefit the employer as we will have employees working to the best of their ability and will avoid any issues involving tribunals or the need to recruit new employees often. 

An explanation of what is meant by, and the importance of, wellbeing in the workplace. (AC 3.2)
Mental Health is defined as a situation where “every individual realizes his or her own potential, can cope with the normal stresses of life, can work productively and fruitfully and be able to make a contribution to her or his community.” (World Health Organisation, unknown)
If we consider this community as an individual’s workplace, it is vital for us to protect the wellbeing of our employees to ensure we are acting morally and ethically towards all employees.
The HSE have set out six standards to protect employee’s wellbeing in the workplace. They note that demands, control, support, relationships, role and change all need to be manages to ensure all employees mental health are protected in the workplace. (Health and Safety Executive, unknown). We can then see the implication of this on a workplace as Hasson and Butler (2020, p.31) discusses in their work “mismanagement of any of these six key areas of a person’s job can lead to stress, poor mental health, low productivity and increased accident and sickness rates at work.”
Organisational pressures can often be what lead to the weakening of an employee’s mental health. Kinder, A. et at (2023, pp. 28-29) in their work interestingly discuss the high levels of competition that can happen in certain departments which then feeds pressure on them and their wider teams to achieve, this creates a “culture in which workplace bullying emerged as a managerial strategy deliberately used by academic managers to maximise productivity.” This would have a detrimental effect on employees’ mental health and wellbeing as the pressure they face would be enlarged with perhaps workload increased and tighter deadlines introduced.

A summary of the main points of discrimination legislation. (AC 3.3)

Discrimination legislation protects individuals with protected characteristics. Employees can be discriminated against in the following ways: direct discrimination which is when “someone is treated unfairly because of a protected characteristic.” whilst indirect discrimination is where there is “practice, policy or rile that appears neutral but disadvantages those with particular protected characteristic.” It can also protect individuals against harassment, such as “bullying or unwanted behaviour is related to any of the protected characteristics.” Waite et al. (2021, p. 150).
Discrimination can occur at recruitment stage which can lead to a lower number of applicants and less likelihood of an offer being accepted, as discussed (Smith and Simms, 2015, loc 339-354) “Recruitment procedures are defined as the bundle of “organizational activities that (1) influence the number and/or types of applicants who apply for a position and/or (2) affect whether a job offer is accepted.”
If an employee is discriminated against during an employment or an employee is to leave a place of work due to discrimination it can also lead to legal battles in extreme cases but can lead to an initial issue of losing valued employees. As (Smith and Simms, 2015, loc 339-354) discusses “the goal of effective management is to identify and move high-performing employees through the ranks of the workforce.” If an employee is discriminated against then the goal of achieving this will be lost and have a substantial impact on the workforce. The implications of ignoring discrimination legislations within a workplace can be detrimental, can lead to law cases, resignations, loss of reputation as an employer and a brand. These are all factors we as an organisation must stive to avoid by ensuring we are complying with discrimination legislation.


Why is diversity and inclusion important in our workplace. (AC 3.4)

Diversity and inclusion create “working environments and cultures where every individual can feel safe, a sense of belonging and is empowered to achieve their full potential.” and this is supported by the legal framework of the Equality Act 2010 which protects nine characteristics including age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation. (CIPD, 2022)
It’s vital that we as an organisation support diversity and inclusion within our workplace whilst also ensuring equal opportunities. But whilst equal opportunities ensure everyone is treated the same, diversity and inclusion values and celebrates these characteristics within a workplace. Inequalities include “black workers have fewer training opportunities than white workers and black women get an even worse deal.” (Union Learn, unknown). Workplaces must celebrate and value their diverse workplaces ensuring we are “recognising, valuing and taking account of people’s different backgrounds, knowledge, skills and experiences.” By valuing our diverse workforce, we can tailor what we offer as an employer for all characteristics. The same training opportunities do not suit two groups of people; therefore all opportunities do not have to be equal, but to celebrate our diversity, we must recognise these groups of people and strive to provide what is needed in a diverse workforce.
Also, as part of the Equality Act and the standards set out, the social justice case highlights that all our employees should be treated equally and have the same opportunities when considering employment, training, and development automatically due to them being our employee. No individual should not be considered due to one or more of the protected characteristics noted above for any opportunities that may arise. (CIPD, 2022)

Explain the difference between fair and unfair dismissal. (AC 3.5)
Fair dismissal is defined as if an employee hasn’t got the capability or have the qualifications to carry out their work and this is in reference to skill, aptitude, health or mental or physical qualities of the employee. Unfair dismissal is if an employee is dismissed for presenting a protected characterising, carrying out whistleblowing or asking to be paid the legal amount. They explain that an unfair dismissal must be undertaken under a test “this way an employer can dismiss an employee for a perfectly valid reason.” if the two-step test is carried out. Waite et al. (2021, p. 155)
An example of fair dismissal would be if an individual had lied during the recruitment stage regarding qualifications that are essential to carry out a role. The employer would then be able to dismiss without any implications on the organisation. A situation of unfair dismissal would be if a female employee announced that they were pregnant, and the employer would dismiss them due to them trying to avoid paying maternity pay, this would be an unfair dismissal that could bring a large impact on the companies’ reputation and ability to recruit in the future. If a situation like this were to arise within the workplace, the individual directly affected will often feel like dismissal was not fair, but we must be clear and follow all processes in place to ensure we are dealing with the situation in the correct way and legally. For those who are not directly involved, this may create an unwelcome atmosphere within the workforce. It is vital we re-assure the workforce that any situation will be dealt with appropriately and reassure them that they will not be directly affected by the situation. 
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