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A Guide to Employment Relations – Work-life Balance, 
Wellbeing and Employment Legislation
At Healthcare on Hand our employees are at the very heart of our organisation. As such, it’s important to us our employees feel fully supported and have a good work-life balance. By doing this we can also promote wellbeing and ensure that as an organisation we are complying with relevant legislation. As an organisation it is also important to us that our workforce reflects our client population through supporting diversity and inclusion. 
This guidance document has been produced by the People team to provide the owners and managers at Healthcare at Hand with an understanding of employment legislation and employee relation practices. 
(AC 3.1) The importance of achieving work-life balance within the employment relationship and an overview of the regulations relevant to work-life balance.
The employment relationship is the ‘connection between employees and employers through which individuals sell their labour’ (Budd, 2010).  Work-life balance is ‘the ability of individuals to successfully pursue their work and non-working lives’ (Noon and Blyton, 2007). Sparrow (2019) suggested that for organisations to remain competitive work is now just a part of life, which implies that the usual ‘nine-to-five’ is now history and boundaries between work and home life become blurred. There are various reasons for this, for example the increased use of technology which means 24/7 access to work, working on days off can lead to an increase in stress and loneliness (TED, 2021). Around 70% of employers plan to offer home working regularly (CIPD, 2020a) so boundaries become even more blurred. This has developed an ‘always on’ culture (Worklife, 2023). This may have led to an increase in presenteeism, where an employee works whilst unwell, and leaveism, when an employee works during their allocated time off (CIPD, 2022a). This has serious negative impacts on employee wellbeing and has been linked to an increase in stress-related absence (CIPD, 2020b). Promoting work-life balance supports both wellbeing and employee engagement, a happier and healthier workforce is usually more committed to the organisation (Bhatt, Bordeaux and Fisher, 2023).  
CIPD (2019a) found that poor work-life balance and being overworked can lead to increased likelihood of mistakes being made at work. A good work-life allows employees to switch off’, which can reduce stress and absenteeism whilst increasing productivity.  The Working Time Regulations (1998) sets out standards and restrictions on working time, rest periods and minimum leave entitlement for employees. These regulations help to support a good work-life balance. Family-friendly policies can support work-life balance by providing time off to spend with families whilst complying with the Employment Rights Act (1996) for example provisions for maternity, paternity, adoption and shared parental leave. These regulations help support good work-life balance however development of the employment relationship and workplace culture is also needed. 

(AC 3.2) Wellbeing in the workplace – What is it and why is it important?
Wellbeing is how people feel and function, both personally and socially (New Economics Foundation, 2012). There are different areas of wellbeing which are all related; Health, good work, values, social, personal growth, lifestyle and financial wellbeing (Suff, 2022b). It is important that organisations take a holistic approach to wellbeing to ensure that support is available in all areas to employees. 
There are many pressures that can impact wellbeing in the workplace, such as the cost of living crisis (Hourston, 2022). A survey by ONS (2022a) found that 93% reported their cost of living had increased in the past year, 77% were worried about this. This has caused pressure on people’s financial situation and led to anxiety, therefore impacting on mental wellbeing (MIND, 2022). Furthermore, the cost of living crisis can potentially negatively impact the financial wellbeing of employees (CIPD, 2021) as many struggle to afford their bills (ONS, 2022b). 
It’s important that employees feel their mental wellbeing is supported (Bedwell, 2019). Promoting and fostering a culture which supports wellbeing can reduce sickness absence. Data has shown that 32.5 million working days were lost due to ill-health in 2019/20, 18million of those were due to stress, anxiety and depression, this directly had a negative impact on the business. However, the implementation of long-term wellness programmes has improved attitudes towards health as well as reducing sickness absence rates (Blake, Zhou and Batt, 2013). It is important that leaders and management within an organisation promote wellbeing in the workplace. To effectively promote wellbeing it needs to start from the top of the organisation to promote a culture that spreads awareness of and the importance of wellbeing (Purcell, 2019) which influences absence (Personnel Today, 2011) and contributes to increasing employee engagement (Gifford and Young, 2021) and retention (Romero-Birkbeack, 2020). 
(AC 3.3) What is discrimination legislation?
Discrimination is defined as the ‘unfair or prejudicial treatment of people and groups’ (APA, 2022) as a result of possessing or being perceived to possess certain characteristics. The Equality Act 2010 sets out nine protected characteristics that the act protects all people under; age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation. 
There are different ways in which an individual can experience discrimination. Direct discrimination is where someone is treated less favourably directly because of a protected characteristic that the possess, whereas indirect discrimination is where everyone is treated the same but individuals with a protected characteristic are put at a disadvantage. In addition to these, discrimination legislation also covers harassment, where an individual experiences unwanted or offensive behaviour that is related to a protected characteristic, and victimization, where someone is treated negatively due to being involved with a complaint about discrimination/harassment (ACAS, 2023).  
Workplace discrimination has and continues to be a key issue in society, Burt (2019) found that 1 in 4 UK workers wouldn’t hire someone that had a disability. Many other news articles and statistics further indicate a high level of workplace discrimination still occurring (Booth, 2022; Chander, 2021). By complying with discrimination legislation to ensure that we promote fairness and equality across the organisation. This helps support employee wellbeing and engagement as well as reduce liability (CHRON, 2021). However, there are some situations where discrimination is not unlawful and can be justified. For example, if a ‘female only carer’ is required for a patient, this is called objective justification. An organisation might also use positive action to support a disadvantaged or underrepresented group (EHRC, 2018). 
(AC 3.4) What does diversity and inclusion mean and why are they important?
Diversity means recognising everyone’s differences in a variety of ways and respecting, valuing and celebrating these differences. Inclusion is putting this into practice and to empower and enable each person to be themselves and thrive (Ali, 2022). The aim of diversity and inclusion is to create an inclusive culture and create a workforce which is representative of the organisation’s customer/client base. Whereas, equal opportunities is about treating everyone the same in order to comply with legislation and prevent discrimination in the workplace by complying with the Equality Act 2010 (Brown, 2021). 
Diversity and inclusion are important in the workplace as it supports an organisational culture that provides equal access to employment and training based only on merit and not as a result of particular characteristics. The social justice case is based on this belief and that everyone should be given the right to be free from discrimination, victimisation or harassment. Organisations have a moral obligation to build and encourage a diverse and inclusive workplace to ensure that the culture and business is ethical. A diverse and ethical workplace culture can help support employee wellbeing and engagement as employees will feel that the organisation is supportive of everyone regardless of differences. In addition to this, there is also a business case for diversity and inclusion as it can provide a wide range of skills and knowledge due to employees coming from a variety of backgrounds (CIPD, 2018). Workplace inclusion and diversity can improve reputation/employer brand (Peters, 2022), and strengthen the psychological contract between employees and the employer which improves retention and engagement (Peters, 2023). 
(AC 3.5) What is the difference between fair and unfair dismissal?
During the employment relationship the contract of employment gives employees protection and must comply with the Employment Rights Act 1996. For dismissal to be lawful employers must be able to prove that it was for a justified reason and was handled in a fair manner. Fair dismissal is when an employer dismisses for one of the reasons in the Employment Rights Act 1996; Capability or Qualification, Conduct, Redundancy, legal or some other substantial reason. For example, if an employee cannot perform in their role they might be dismissed under the ‘capability or qualification’ reason. The employer must have evidence that that the employee has been underperforming (ACAS, 2022a), such as in the case of A J Dunning & Sons v Jacomb (1973), or proof that an employee has failed to prove qualifications(Rowley, 2014). 
The Employment Rights Act sets out provisions that an employee has the right not to be unfairly dismissed. A dismissal might be deemed as unfair if the reason was not sufficient to justify dismissal or the employer didn’t follow fair procedure (ACAS, 2022b). In some situations a dismissal can be automatically deemed as unfair regardless of whether the employer followed a fair procedure, for example, for taking time off for family reasons or for jury service (CIPD, 2020c). 
Summary
This guidance document provides information to provide managers with an understanding of employment legislation and why this is important in the workplace. Managers can use this document to guide them in employment relations and to support their team members. 
As part of the management team at Healthcare on Hand you play a pivotal role in ensuring that employees have a good work-life balance and provide and encourage wellbeing support to team members. This guidance document also explains what diversity and inclusion is and why this is so important within the workplace. 



















