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Task three- Guidance document (legislation and employment relations)

1. An explanation of the importance of achieving work-life balance within the employment relationship with an overview of the legislation relevant to working time. (AC 3.1) 
Work-life balance refers to an individual’s ability to manage both work and personal life without one negatively impacting the experience of the other (Noon et al., 2013). Many factors can affect the equilibrium of work-life balance, such as increased workload, low income, stress and family pressures. CIPD (2019) Working Lives Survey, stress and overwork reduce job quality in the UK. This highlights how people professionals must manage their employees’ workload, as overworked employees are more likely to make mistakes, leading to inefficient work and possibly legal repercussions (Waite et al., 2021, p. 144). 
CIPD (2024) explains that employees maintaining a successful work-life balance are more motivated and engaged, which translates into better performance and productivity. Organisations must have clear policies and procedures to promote work-life balance and ensure compliance with relevant legislation. Flexitime, work-from-home arrangements and part-time work can enhance employer brand, as they show employees and stakeholders that their employer values their well-being, which is beneficial in recruitment and retention (CIPD, 2018). These policies can include:
· Maternity leave and pay: Employees are entitled to 52 weeks of statutory maternity leave and pay if they meet qualifying criteria.
· Paternity leave and pay: Employees are entitled to up to two weeks of statutory paternity leave and pay following a qualifying period.
· Right to request flexible work: Employees with 26-weeks service can request flexible working arrangements. The ACAS code of practice explains that employees have the ‘right to request’; therefore, they can be declined with reasoning. The Working Time Regulations (1998) outline the appropriate hours employees can work and sets limits on working hours to ensure adequate rest. For example, 5.6 weeks of paid time-off per year and 11 consecutive hours of rest per 24-hour period (Waite et al., 2021, p.147).


2. An explanation of what is meant by, and the importance of, wellbeing in the workplace. (AC 3.2) 
Waite et al. (2021, p140) described wellbeing as ‘how well we feel physically and mentally and how positive we feel about our everyday life’. Wellbeing in work can be associated with a safe environment. However, Fisher (2010) links wellbeing to ‘happiness’, which is derived from positive attitudes, good mood and emotions. According to the CIPD (2024), there are six main domains to be considered for effective employee wellbeing:
· Health: It is essential to have health and wellbeing policies, a robust support system, and health checks to support employees’ wellbeing. Training for physical tasks can reduce physical risks, but also training for wellbeing, such as mental health training or stress management can help improve employees’ mental health. Good health is crucial in the workplace, as it can reduce long-term sickness; in the UK, 131 million workdays are lost due to sickness absence every year (GOV.UK, 2019).

· Good Work: Having effective policies and procedures to manage work demands helps maintain a workload and reduce the risk of burnout. It is also vital to foster a positive culture, that is inclusive and open, with fair remuneration practices. On average, we spend one-third of our lives at work (Dillard, 1989). Therefore, reducing stressors such as workload or pay can help maintain a healthy work-life balance.

· Values/Principles: Maintaining a values-based leadership approach, following ethical standards, and promoting diversity and inclusion are important for fostering a positive culture and enhancing well-being (CIPD, 2019)

· Collective/Social: It is essential to encourage employee’s voice and promote positive working practices and relationships (CIPD, 2025).

· Personal growth: Employers must support career development, as this can enhance engagement and work quality while helping retain staff (Corporate English Solutions, 2023).

· Good lifestyle choices: Supporting and promoting physical well-being can reduce unexpected absences and, therefore, increase productivity (REBA, 2021).

· Financial wellbeing: By ensuring fair pay and benefits, staff will feel valued, which can lead to better work performance and improved morale (CIPD, 2024).

3. A summary of the main points of discrimination legislation. (AC 3.3)
Discrimination is unfair or prejudicial treatment of individuals based on their characteristics (ACAS, 2025). The Equality Act (2010) sets out the main discrimination legislation. It identifies nine protected characteristics: age, gender reassignment, being married or in a civil partnership, being pregnant or on maternity leave, disability, race, religion or belief, sex and sexual orientation. People professionals must have policies and procedures in place to protect staff from unlawful behaviour, and they must keep updated on relevant legislation.
The Equality Act (2010) ensures protection in many situations. For example, at work, in education, as a consumer or when using public services (Gov.uk, 2025). The act sets out four types of unlawful behaviour: 
· Direct discrimination: This is defined as ‘treating someone with a protected characteristic less favourably than others’ (GOV.UK, 2025). In some cases, direct discrimination can be defended if there is an occupational requirement, such as needing a female security guard to search women (Waite et al., 2021, p.153).

· Indirect discrimination: GOV.UK (2025) described indirect discrimination as ‘putting rules or arrangements in place that apply to everyone, but that put someone with a protected characteristic at an unfair disadvantage’.
· Harassment: Harassment is described by CIPD (2024) as unwanted conduct related to a relevant protected characteristic, which has the intention of harming an individual. 
· Victimisation: Victimisation is when someone is unfairly treated due to making a complaint about discrimination.
Discrimination negatively impacts organisational culture due to unhappy staff. This is a risk as it may result in the loss of valuable employees and increased risk of employment tribunal claims.

4. An explanation of what diversity and inclusion mean and why they are important. (AC 3.4)
CIPD (2024) states that diversity refers to the differences in characteristics of individuals, such as colour, ethnicity, age, or beliefs. Diversity recognises that everybody is different in many ways. These differences can be either visible or non-visible, but we must recognise the differences and acknowledge the benefits of having a range of different perspectives (Waite et al., 2021, p. 153).
Inclusion is defined by CIPD (2024) as the ‘practice of including people in a way that’s fair for all’. This is achieved by valuing everyone’s differences and enabling individuals to be themselves and achieve their full potential. To ensure compliance with the Equality Act (2010), we must ensure that individuals have equal access, opportunities, treatment, resources, outcomes and impact.
Diversity and inclusion are important in organisations as they allow all employees to feel valued (Acas, 2025). If employees feel happy and valued at work, it can enhance their overall wellbeing and, consequently, boost their performance (Mind, 2025), and can reduce turnover by 22% (Lunendonk, 2025). Achieving a diverse and inclusive workplace can have benefits for the organisation, as having people from a variety of backgrounds ensures a range of different experiences (Grimsley, 2025). It is also important as discrimination can result in the loss of experienced, skilled individuals but can also lead to significant legal costs (CIPD, 2024)

5. An explanation of the difference between fair and unfair dismissal. (AC 3.5)
Section 98 of the Employment Rights Act 1996 sets out the following fair reasons for dismissal:
· Capability or qualification: Employees can be dismissed if they do not have qualifications or capability to perform their job. Fair dismissal must prove incompetence and inability to work to justify dismissal (Waite et al., 2021, p. 155).
· Conduct: When the employee has done something serious and has profound effects, such as fraud, physical violence, gross negligence or serious insubordination. After following reasonable procedures, individuals can be dismissed (Acas, 2025)
· Redundancy: Dismissal can be justified if you no longer need anyone to do the job and can prove that the job will no longer exist. Employees have the right to redundancy pay and reasonable time off and not selected unfairly (GOV.UK,2025)
· Legal restriction or statutory ban: Employees can be dismissed if the law prevents them from performing their role (Waite et al., 2021, p. 156). For example, if the employee is under 18 and a new law comes in to prevent those under 18 from doing a specific role.
· Other substantial reasons
Dismissal is considered unfair if the reason is:
· being pregnant or on maternity leave;
· wanting to take family leave;
· being a trade union member or representative;
· asking for a legal right, for example, raising a grievance about discrimination
· doing jury service
· involvement in whistleblowing
· raising a concern about health and safety
It is also unfair if the employer does not follow a fair procedure or if they feel they have no choice but to resign. Employers should follow three stages: inform the employee in writing, hold a meeting to discuss the offence and offered a trade union representative or companion, and are provided the opportunity to appeal against any sanction (CIPD, 2024). 
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