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Here at Healthcare on Hand we are passionate about supporting our employee's wellbeing, and we are aware the shifts that our staff undertake can have an impact on their work life balance. The purpose of this document is to look at the importance of our employee's wellbeing at work and is a guide to managers and owners to understand how fundamental our employee's wellbeing is, we look at employment legislation and organisational practices to ensure we are compliant and are offering staff the best support and work life balance whilst being able to offer our services to our high standards.
(AC 3.1) 

It is important to achieve a good work-life balance within the employment relationship as it promotes the wellbeing of the employees which enhances their overall quality of life. Heathfield (2021) describes work life balance as a daily challenge, and it is a concept that describes the perfect situation whereby staff can split their energy and time between their personal and work lives. Having the right work life balance reduces stress, meaning employees are generally happier, if staff are not happy this will have a knock on effect on their job, eventually damaging their output and productivity in work. As people professionals we are play a crucial role in the employment relationship and it is our job to ensure we effectively communicate the benefits of a healthy workplace to all staff. Suff (2022) highlighted a healthy workplace helps people flourish and reach their full potential. Here at Healthcare on Hand we have many initiatives to help achieve work life balance such as flexible working around staff's commitments wherever possible, actively encourage regular breaks from work and childcare vouchers. Kalev and Dobbin (2022) highlighted the importance of leaders by ensuring   they should be ‘walking the walk’ and to be good role models to employees on their own work life balance, creating a good working culture in the organisation. As well as our own initiatives there are also vital regulations relating to work life balance, such as the working time (1998) which outlines the employees' entitlements on paid leave, their break entitlement and limits the number of hours that can be worked. Another legislation is the employment Rights act (1996) which outlines eligibility of parental leave such as maternity leave entitlement. 

(AC 3.2) 

Wellbeing at work refers to the overall satisfaction of employees, Benenden Health (2020) describes employee wellbeing as far beyond just minimising health related absences. The World Health Organisation consider wellbeing in the workplace as encompassing all areas, describing wellbeing as a state of complete physical, mental, and social wellbeing. Segal (2022) describes wellbeing as a state of being comfortable, happy or healthy, and stated that organisations should treat wellbeing as a tangible skill and measurable output, as this will enable a more resilient workforce. The importance of employee wellbeing should not be overstated, Suff (2021) found that investing in employee wellbeing leads to higher engagement levels, increased resilience and productivity, increased staff performance and a reduction in sickness. Mckinsey (2022) found that mental health challenges create a cost for the employers and that nearly 3 in 5 employees experience at least one wellbeing challenge but will be reluctant to discuss with an employer due to stigma. So it is important we create an culture that supports wellbeing to allow staff to feel comfortable to talk about any challenges they are facing for their own wellbeing but also benefiting the organisation. Therefore, it is important that we invest in wellbeing here at Healthcare on Hand, McIntyre (2021) emphasised organisations that champion staff wellbeing will be more able to attract and retain talent and staff which benefit both the organisational and employees. Puravankara (2021) stated organisations need to prioritize their people and purpose over processes and emphasis the urgency to venture beyond any traditional ‘norms’. 

(AC 3.3)

By law employers have a duty of care to ensure their employees are not unfairly discriminated against and to look after their wellbeing. Discrimination is described by Falconer (2020) as the process of being treated unfairly for a particular reason. There is a variety of key pieces of legislation that protect people against discrimination based on specific protected characteristics. For example, the Equality Act 2010 is the primary legislation that protects the 9 characteristics, being age, disability, gender, race, religion, sex, sexual orientation, marriage, and pregnancy or paternity prohibiting harassment and victimization. ACAS (no date) identifies there are four main types of discrimination the legislation protects, being direct discrimination, indirect discrimination, harassment and victimisation. Waite et al (2022) explained these 4 unlawful behaviours as direct discrimination is someone being unfairly treated directly from one of the 9 protected characterises and indirect being less obvious for example a piece a policy that may appear neutral but does disadvantage some people with a protected characteristic. Harassment is essentially any type of unwanted behaviour of bullying linked to the protected characteristics under the Equality Act 2010. And victimisation is defined under the act as treating another badly as they have done a ‘protected act’. It is important we are aware of these legislations to protect our employees and for all staff to be aware of our internal procedures and policies in place to follow if any discriminatory occurs and everybody is aware of their rights and responsibilities. 

(AC 3.4)

Ali (2021) describes diversity as the difference in an individual's ethnicity, abilities, age, gender, beliefs, interests, opinions, backgrounds, thinking, experiences and many other characteristics, recognising that everybody is different in many ways, and everybody should be respected and celebrated for these. Inclusion should be seen as a universal human right, Waite et al (2021) describes inclusion is when individuals' differences are valued and are used to enable them to thrive in the workplace, noting that an inclusive workplace is where everyone feels they are able to perform to their highest potential regardless of their background. Diversity and inclusion are vital because they both promote a sense of belonging for individuals, equality and social cohesion. Cole (2020) states that Diversity and Inclusion is essential in organisations today, highlighting that having a healthy variety of people with different cultures and backgrounds provides them with wider variety of balanced thoughts and voices that is needed to be successful, which leads to improved problem solving and decision making. The CIPD Profession Map (2022) Highlights the importance of people professionals understanding D&I in the workplace for delivering effective outcomes and the benefits of what this brings. Chunlop (2021) states it sparks innovation and drives forward thinking, which in turn boosts the team's performance. Embracing D&I also attracts a wider range of talent to the organisation, Wadsworth (2022) also found that staff are less likely to move jobs as they can see equal opportunities to develop.

(AC 3.5)

Suff (2022) explains the dismissal of an employee occurring when they terminate their contract, a contract ending or an employee leaving with or without notice. Dismissals are often necessary, and care should be taken when doing so. Dismissals are often associated with underperformance, misconduct or redundancy and are categorised by fair or unfair dismissals. Contracts provide employees with protection, however there are some circumstances that arise where an employer must terminate the contract through a dismissal, and this needs to be done so fairly. Waite et al (2022) outlines the employment rights Acts 1996 reasons for a fair dismissal as conduct, capability, redundancy and legal restrictions/ SOSR. Examples that would fall under these would be if an employee does not have the qualification to perform in their job, they have stolen from the organisation, unsuitable behaviour such as abuse, drunkenness/drug use. Suff (2022) states that under Employment Rights Act 1996 employees have the statutory right not to be dismissed unfairly. Waite et al (2022) defines unfair dismissals as being pregnant or on maternity leave, involvement in whistle blowing, taking action e.g. health and safety, requesting parental leave/adoption, being a member of trade union and asking for a legal right. Aswell as these examples Waite et al (2022) explains that if the employer does not follow fair procedures in managing a dismissal and if an employee is given no choice but to resign from their role is also seen as unfair.
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