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Introduction
Healthcare at Hand believe their employees are their most vital asset and with this, want to look after their employees. Healthcare at Hand firmly believe that a good, positive work life balance and a positive outlook on wellbeing are key and want to support our employees as much as we can. This guidance document has been produced to help line managers support their staff; it will focus on what work life balance means and why it’s important, what is wellbeing in the workplace, key points of discrimination legislation, the importance of diversity and inclusion, and the difference between fair and unfair dismissal. This document aims to help line managers gain a better understanding of how Healthcare at Hand want to move forward in these key areas. 
Explain the importance of work-life balance within the employment relationship and how it can be influenced by legislation (AC 3.1)
A key area for us to consider is work life balance, and this will have a different meaning to us all, it’s not always about sharing your time equally between work and home (Mental Health, 2021). For some people, a healthy work life balance means achieving all their work goals and objectives whereas for others, it will mean feeling accomplished in their work and in their personal life. Therefore, we must remember that we cannot treat all employees the same (ACAS, 2015). There are lots of ways in which Healthcare at Hand can support our employees, be it an Employee Assistance Scheme, regular reviews that include discussions on workload and health, promote a culture of openness to name a few. Not only will this be beneficial for the employee, but it will also benefit our organisation as a positive work life balance will see an increase in productivity, retention, and a positive culture. We must consider the legislation that supports work-life balance and supports our employees. For example, if we look at The Working Time Regulations 1988 (GOV, no date), this law was passed in order to support employees with a variety of matters addressing in the main the time an individual works, putting a maximum on the number of hours worked each work, ensuring employees are given a minimum of 5.6 weeks of paid leave each year, putting a minimum time on rest periods to name a few. This law was passed in order to ensure employees weren’t overworked which in turn, supports work-life balance. 
Explain the concept of wellbeing in the workplace and why it is important (AC 3.2)
In order to maintain that positive work life balance, we must consider the wellbeing of our employees, and to do this, we must understand what is meant by wellbeing in the workplace. Ultimately, the definition of wellbeing is how a person feels physically and mentally. An individual’s health is one of the key aspects of positive wellbeing. With good health, be it physical or mental health, it’s far easier for an individual to maintain positive wellbeing in the workplace. However, there are other areas to consider too, for example how safe an individual feels in their working environment, again be it physically or mentally (Waite et al, 2021). There are a number of ways in which Healthcare at Hand can support our employees and this should be done with a holistic approach looking at an employee’s physical health, mental health and financial health. Whilst we review various ways in which we can support our employees, we must remember why we are doing this, and there are two main reasons. For the organisation, a person with negative wellbeing, may have a high absence rate, poor productivity and performance which will also affect other colleagues when they must pick up the additional work, creating negativity and additional costs to the business. With positive wellbeing, we hope to see an increase in performance and productivity, and increased engagement from the staff (HR Inform, no date). Then we have the employee to consider, when an employee recognises there is support from the organisation in regard to wellbeing, this creates trust and confidence in the organisation which in turn will make the employee feel more content leading to a better work life balance, positive and inclusive culture, and increased morale (CIPD, 2023). 

Summarise the main points of discrimination legislation (AC 3.3)
When considering wellbeing and work life balance, we must also consider discrimination. Unfortunately, this is still prevalent in the workplace today. Discrimination legislation is made up of various laws with a vast number of case laws. One of the main pieces of legislation is The Equality Act 2010 (GOV, no date), which was set out to decrease discrimination and protect people at work. There are 9 protected characteristics where you cannot treat anyone less favourably if they come under one of these categories and these are: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation (Waite et al). There are also 4 main types of unlawful behaviour, and these are direct discrimination where an employee is treated less favourably due to one or more of the protected characteristics. Indirect discrimination, which can be unintentional, is when there’s a policy or procedure in the workplace that appears to have a negative impact on an employee with a protected characteristic. Harassment is where an employee feels that somebody is behaving in a way towards them that makes them feel uncomfortable and can affect everybody, not just those with a protected characteristic. And lastly, victimisation is when somebody who has done, or an organisation believes that individual is going to do a protected act and they are treated unfairly because of this (ACAS, 2023). Organisations can include policies and procedures on how to handle all four of these types of discrimination which will support managers on how to deal with these situation and support employees on where to go should they need to raise it as an issue. 
Explain what diversity and inclusion mean and why they are important (AC 3.4)
In order to support and comply with The Equality Act 2010, Healthcare at Hand must embrace diversity and inclusion, and it’s important that all line managers understand what this means. Diversity means recognising the different personality traits out there, be it in a visible manner or non-visible manner. This can include differences on race, sexual orientation, spiritual practice, religion to name a few (Raimi et al, 2022). Inclusion is defined as embracing an individual’s differences and embracing what they can offer an organisation in terms of experience, skills, and information (Bradford, 2018). The most important thing to consider here, is why Healthcare on Hand should promote and support diversity and inclusion. Research shows that organizations who encouraged a diverse and inclusive workforce did better than those who didn’t (Raimi et al, 2022). Encouraging a diverse and inclusive workforce often brings with it people with different strengths and perspectives on how to take the company forward with greater success. It creates a more positive workforce which will increase employee performance and productivity. With all this in mind, the organisation itself will profit and perform to the best of its ability. This will also create a positive corporate image which will be appealing to prospective clients and future employees (CIPD, 2022).
Explain the differences between fair and unfair dismissal (AC 3.5)
At Healthcare at Hand, dismissals are inevitable as they are in each organisation. Dismissals happen either when the employer terminates the contract with or without notice, a contract that is fixed ends and isn’t renewed, or the employee terminates the contract with or without notice (CIPD, 2022). If an employer wants to dismiss an employee, they must ensure that this is done fairly and in accordance with the correct procedures for it to be a fair dismissal. The Employment Rights Act 1996 sets out 5 reasons where an employer can dismiss an employee on fair ground, and these are capability or qualification, conduct, redundancy, legal restrictions or statutory ban or some other substantial reason. Dismissal is sometimes necessary but can cause issues for the organisation, be it cost or bad image. If an employer dismisses an employee for one of the following reasons, this is automatically deemed unfair dismissal; being pregnant or on maternity leave, wanting to take family friendly leave, being part of the trade union, jury service, requesting legal rights, being part of whistleblowing or actioning against a health and safety issue (Waite et al, 2021). Everyone who is dismissed, has the right to appeal and/or make a claim. In order to appeal the decision, they must follow the organisations grievance procedure, and this must be made available to the employee (ACAS, 2022). 
Conclusion
To conclude and to summarise the main points discussed, considering work life balance, Healthcare at Hand want all line managers to take the time to consider what this means for their staff and understand how this will benefit them and the organisation. Line managers should ensure they support their staff as much as possible when it comes to wellbeing, ensuring their staff have all the relevant information regarding any areas we can support with their physical or mental health, and ensuring the environment they’re working in is safe and that they feel safe. Everybody within the organisation should be aware of discrimination and the 9 protected characteristics, line managers should be aware of the different types of unlawful behaviour and the policies and procedures in place to avoid these becoming an issue. Everybody should also embrace diversity and inclusion which has benefits for the employer and employee. We must also remember that dismissals are inevitable and it’s important that line managers understand what is considered fair dismissal and what is unfair dismissal.   
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