Code of Ethical and Professional Practice
 
Case Study
Inter Luxe Hotel Group is a multinational hotel chain with 800 properties in 25 countries. The hotels are based in coastal resorts and cities. In coastal resorts, customers are mainly those on holiday. In cities, the customer base is more diverse and includes sightseers and business customers. Both groups of customers have high expectations. You work as a People Advisor in the People Function of a cluster of eight hotels. Inter Luxe Hotel Group employs graduate trainees who spend time in different functions to enable them to develop knowledge and understanding of the whole business. A graduate trainee will soon be starting their placement in your function, and you are responsible for their learning during this placement.
Task Three – Guidance document

After meeting the graduate trainee, you realise that their knowledge of employment legislation and employment relations is limited. As part of their development, you develop a guidance document.
 
1) The guidance document must include; 
a) Give an explanation of the importance of achieving work-life balance within the employment relationship.
Work-life balance (WLB), as defined by Simon Sinek (2021), is less about strict boundaries between work and personal time and more about consciously allocating energy to both aspects in a fluid and intentional way. In the hospitality industry, which often demands long and irregular hours, achieving WLB can be challenging. However, where operationally feasible, employers can support flexible working arrangements to enhance employee wellbeing. Doing so helps reduce staff turnover, saving time and costs associated with recruitment and training.
A healthy work-life balance has a direct impact on employee engagement and productivity. When individuals feel supported in managing their work and personal responsibilities, they are less likely to experience burnout, stress, or disengagement. Conversely, poor WLB can contribute to mental health issues. According to the Health and Safety Executive (HSE, 2023), of the 1.8 million people suffering from work-related illnesses in 2022/23, nearly 875,000 were due to work-related stress, depression, or anxiety. These conditions are often rooted in excessive workloads and inadequate rest, making WLB a key factor in promoting mental health, reducing absenteeism, and improving overall organisational performance.

b) Give an overview of the legislation relevant to working time. (AC 3.1) 
The Working Time Regulations 1998, as advised by ACAS (2025), protect employees by setting clear limits on working hours and ensuring adequate rest. These regulations apply to all workers, including those undertaking job-related training or travel.
Key provisions include a 48-hour weekly maximum working time unless an employee has voluntarily signed an opt-out agreement. Employees must also receive a minimum daily rest of 11 hours, a 20-minute break if working more than six hours, and at least one day off each week or two consecutive days off within a 14-day period.
Night workers, defined as those working between 11 p.m. and 6 a.m. are restricted to a maximum of 8 hours in any 24-hour period and cannot opt out of the 48-hour weekly limit.
Special provisions exist for young workers (under 18), who cannot work more than 8 hours a day or 40 hours per week. They are entitled to 12 hours’ rest between shifts and two days together off per week.
Managers play a critical role in enforcing these rules by scheduling shifts responsibly and ensuring compliance, thereby promoting employee wellbeing and legal adherence.

2) an explanation of what is meant by, and the importance of, wellbeing in the workplace. (AC 3.2) 

Workplace wellbeing refers to creating an environment where employees can thrive physically, mentally, and emotionally. According to CIPD (2025), it encompasses more than just health benefits; it includes a holistic approach covering physical health, mental resilience, financial security, social support, and workplace culture. Rooted in Maslow’s Hierarchy of Needs explained by Graham and Bennett (1998, p. 62), wellbeing begins with meeting basic needs (safety, rest, nourishment), allowing individuals to perform at their best.
Organisations benefit significantly from prioritising wellbeing. Employees with strong wellbeing are more engaged, productive, and less likely to suffer from absenteeism or presenteeism. Poor well-being, particularly due to unmanaged stress, can lead to long-term illness, increased turnover, and reduced morale. Preventative approaches, such as promoting physical activity, supporting mental health (e.g., anxiety and stress awareness), and encouraging healthy boundaries between work and personal life, are vital. Simple strategies, like walking after work to mental transition, recognising stress triggers, or setting boundaries for uninterrupted focus, can support individual resilience.
Inclusive communication and active listening also play key roles. Spotting subtle changes in a colleague’s behaviour and offering support, “I’ve noticed you seem quieter lately. Are you okay?”, can help early intervention. Managers should model empathy and curiosity, while employees should be empowered to manage their own wellbeing and respect others’ needs.
Legally, the Health and Safety at Work Act 1974 requires employers to provide a safe, healthy environment. This includes conducting risk assessments, having First Aiders, accident reporting processes, and ensuring facilities like clean toilets, rest areas, and drinking water. Policies on stress, harassment, flexible working, menopause, and employee support programmes (EAP) are essential in shaping a positive culture.
Ultimately, investing in wellbeing creates a thriving workforce, improving retention, boosting morale, and driving sustainable performance (CIPD, 2023).
Figure 1 Maslow’s Hierarchy of Needs
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3) Give a summary of the main points of discrimination legislation. (AC 3.3)

The Equality Act 2010, as outlined by CIPD (2021a, p. 150), is key legislation that protects individuals from discrimination in the workplace and during recruitment. It applies to all employers and defines protected characteristics on which discrimination is unlawful. These include age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation.
The Act covers job applicants and employees, protecting them from direct discrimination (e.g. less favourable treatment due to race or disability) and indirect discrimination (e.g. requiring five years' experience for an entry-level role, which may disadvantage younger candidates). It also includes protection from harassment and victimisation (CIPD, 2025b).
Employers must be cautious of both intentional and unintentional discrimination. Case law, such as examples from HR-Inform (2024), illustrates how indirect or unconscious bias can lead to legal claims. Chris Hogg (2025) notes that even if discrimination is unintentional, it is still unlawful if the employer cannot prove the action was a proportionate means of achieving a legitimate aim.
To comply with the law, employers must implement fair, transparent processes and ensure recruitment, promotion, and workplace practices uphold equality and prevent discriminatory outcomes.
 
d) an explanation of what diversity and inclusion mean and why they are important. (AC 3.4)

Diversity and inclusion are essential concepts in creating a fair and thriving workplace. According to CIPD (2024), diversity recognises and respects the differences between people, whether visible or non-visible, such as race, gender, age, beliefs, interests, or background. It celebrates these differences and ensures that individuals feel valued and supported. Inclusion goes further by creating an environment where everyone is treated fairly, feels respected, and can fully participate, regardless of their differences.
An inclusive workplace allows individuals to be their authentic selves, leading to greater job satisfaction, personal growth, and higher performance. This, in turn, drives business success through innovation, collaboration, and employee engagement. Conversely, a lack of diversity and inclusion can lead to toxic cultures, poor retention, reputational damage, and a disconnect with customers who may feel unrepresented. Zoe Baker, People Director at BBC Nations, supports this view, stating that a business should reflect the diversity of its audience (Hayes, n.d., para. 8).
Culture Amp, as cited in CIPD (2025), highlights that inclusion must be supported by both diversity and equity. This combination fosters psychological safety, reduces the risk of grievances and tribunals, improves retention, and builds a culture of trust, care, and long-term success.

e) an explanation of the difference between fair and unfair dismissal. (AC 3.5)

Fair and unfair dismissal are defined under the Employment Rights Act 1996 and relate to whether an employer has followed a lawful and reasonable process when ending an employee’s contract. A fair dismissal occurs when there is a valid reason, such as misconduct, lack of capability or qualifications, redundancy, a legal restriction (e.g. loss of the right to work in the UK), or another substantial reason. Employers must also follow a fair process, including the ACAS Code of Practice (ACAS, 2015), particularly during disciplinary or grievance procedures.
For example, dismissing an employee for theft would be considered fair if the evidence is clear and procedures are properly followed.
In contrast, unfair dismissal occurs when an employee is terminated for an unlawful reason or without a fair process. Examples include dismissal due to pregnancy, maternity leave, parental leave, trade union membership, whistleblowing, or raising health and safety concerns (Waite et al., 2021b, pp. 155–158).
A case from HR-Inform (2025) involved an employee dismissed whilst on maternity leave. This was found to be discriminatory under both the Employment Rights Act and the Equality Act 2010. She was awarded compensation for injury to feelings, highlighting the legal and reputational risks of unfair dismissal.
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Figure 1 is Maslow’s Hierarchy of Needs motivation model.
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