


Table of Contents

introduction	2


atypical employment contracts 	2


advantages of atypical employment to employee 	3


advantages of atypical employment to employer 	3

disadvantages to both 	4



conclusion	4



introduction
[bookmark: _GoBack]A contract could be defined as an oral or written agreement of a dialog relationship formed either by between two or more people which contain a single or more promises and is identify in law as enforceable (Blum, 2007).
According to CIPD (2017) “Contracts of employment, by definition, are legally binding agreements between an employer and an employee. They consist of express terms written into the employment contract and implied terms which are not expressly stated. Although employment contracts are governed by contract law, there are many statutory rules which affect employment contracts too” (CIPD, 2017).
A party who desires to start a legally compulsory contract which is formed between himself and another party must demonstrate a few issues. The first issue is that both parties must have reached an agreement. This is done by showing that one person has done a proposal and the other one has accepted and there are rules which are related to this proposal and acceptance. Also, for the court to be able to enforce, the agreement should be express clearly and sufficiently and should be supported by consideration (Mckendrick, 2012)
Apart from the above legal contract, there is what is known as the atypical employment contracts which refers to the type of employment that dose reflect the standard model of full time and regular employment with the same employer over a prolonged period. It offers an unlimited duration of job with a usual guarantee working hours and a consistent salary. Moreover, through the system of social security, wages earners pay their pension, get protection when they are ill and unemployed.
[bookmark: _Hlk513142844]Atypical employment consists of part-time work, temporary work, fixed-term work, unintended and periodic work, self-employed people, autonomous workers and homeworkers. Even though the number of workers in atypical employment has grown significantly over the past two decades, these workers continue to be regarded as being in ‘atypical’ employment and a good example is care workers who either work as a part-time worker in a care home or register with an agency as a carer and is free to chose where and when he or she is available to work. Though, many people criticise their prevalent use in the UK (CIPD, 2018)
Regarding the legal rule, the argument has consequently been focusing on the difference among ‘typical’ and ‘atypical’ employment, which is as an outcome of the fragmentation of the standard employment relationship and the rise of new forms of work in recent years. We also have an important gender category dimension to the dispute on non-standard work, with men being unreasonably embodied in typical employment relationships and growing numbers of women in the labour force working under atypical situations. This because as compare to men, women have other responsibility like taking care of her home and family, so she need a flexible working condition which will accommodate her other activities. For example, a care assistance register with an agency can decide to do only night shift so that in the morning she can take her kids to school (Eurwork, 2017).
From the EU level, few instructions are taken on the regulation concerning atypical work. One was an effort to frame a new legal perception of employees so that the legal group of ‘employment’ and the principle of subservience should not be used as the unpolished tool for creation divisions among workers. The Commission’s Green Paper, noted the growth in the percentage of atypical contracts, with a robust gender and intergenerational dimension, as women, older and younger workforces were excessively embodied in non-standard employment. Strategy arguments about the labour market circumstances of young individuals also note that young workforces tend to be unduly employed on atypical employment contracts. This might be because most of these young people do not have the experience to go for the full-time work or would rather go for zero hour pay which means he has no obligations to go to work and some of them are either in college or university and can only work when they are on holidays. For international student who have the student visa are restricted to 20hours a week and companies find it difficult to employ such people hence they end up as atypical employees (Communities, 2006).
Following an exercise session in May 2015, under the Enterprise and Employment Act 2015 in the UK, some zero-hours contracts exclusivity clauses were banned by the government. According to the law, any employer is not to stop someone who is working under zero-hours contracts from working in another place. More regulations were put in place in January 2016, which gave the zero-hours employee the right to claim compensation, also not to be unjustly sacked (CIPD, 2018) .
In accordance with telework, the European autonomous frame agreement between the EU social partners, signed on 16 July 2002, “regulates areas such as employment conditions, health and safety, training and collective rights” (Eur-Lex, 2005). “In the area of temporary agency work contains a range of important employment rights that relate to temporary agency workers, essentially laying down the principle of non-discrimination  regarding essential conditions of work and of employment between temporary workers and workers who are recruited by the user company” (Directive, 2008).
A research was carry out by Euro found “in 2010 into very atypical type of employment in the EU, like very short fixed-term contracts of not more than 6 months duration, part-time work of less than 10 hours a week, non-written contracts and zero-hours or on-call working. The result came out that while the incidence of atypical forms of work is thought to be increasing, a high degree of variety is evident around Europe in the use of each type of ‘very atypical’ contract, mostly determined by each country’s economic background. Though it is problematic to limit the trends with any consistency, the research originate that the kinds of workers engaged in very atypical forms of work tend to be extremely diverse, extending from very low-skilled workers on periodic contracts to highly-skilled professionals on short, task-focused contracts; clearly, the work condition of these two groups differs radically. Some sectoral characteristics are also obvious: for example, seasonal working, which involves short fixed-term contracts, is prevalent in sectors such as agriculture, or tourism and hotels, while zero-hours working tends to be common in the retail sector and in some parts of the public and care sectors” (Andrea, et al., 2010).
Furthermore, another research that was conducted in 2013 by the ETUI records that the current economic depression had a strong impact on employees on zero-hours contracts. At the beginning of this disaster, the first workers to lose their jobs were employees on atypical contracts. Besides, to survive with fluctuations in demand, new works were formed on a temporarily to ease more the flexibility of employers. For instance, in the care sectors, care homes managers can easily call an agency to book for more staff if he or she is in short of staff for a day (Carole, et al., 2013) .
lately, a 2015 Eurofound report discovered that there are new types of employment emerging which are different from our usual traditional typical or atypical employment in several ways; some alter the relationship between the company and worker, transform work establishment and work designs, and some do both. this report “identifies nine forms of employment that are new or have become increasingly important in Europe since 2000: employee sharing; job sharing; interim management; casual work; ICT-based mobile work; voucher-based work; portfolio work; crowd employment; collaborative employment” (Mandle, et al., 2015) .
advantages and disadvantages to both the employee and employer
atypical employment contracts have its advantages and disadvantages on both the employee and the employer. Employers have come to know that atypical employment could be used as an opportunities to employ people who are not ready to take a long term dedication job which a typical  employment contract offers “in terms of benefit” (Cadena, 2007). Some starts up agencies offers this type of employment as a way of gaining additional revenues.
Atypical employment is an important method for some one with no experience to gain one in a specific field, acquire new skills and developed once self. Must of the time, these atypical employees are used to replace permanent staff when they are on holiday, sick leave or maternity leave. For instance, many care homes work with agencies who can provide carers when ever they need a replacement.
[bookmark: _Hlk512247486]Advantages of atypical employment by parties
To the employee:
· The Chance to try and use precise skills
· The Opportunity to gain experience and acquire new skill to be able to meet up the challenging environment
· The Chance to develop and grow in a career 
· The Opportunity to decide when and where you want to work
· Obtain an Extra income
· The chance to work in different company and familiarise oneself
· It is Good while you study
· Before an atypical employee start work, he or she will go via an induction process which might lead to training depending on the company requirement

To the employer
· Help developed the teamwork, communication skills
· Chance to extend the business contract
· The Opportunity to flexible management
· The Opportunities to cut down cost in terms of bills
· It Offers unskilled work

Disadvantages of atypical employment by parties
To the employee
· Atypical employees always need a shadowing or training which is some time given by permanent staff which might lead to internal conflict
· The pay rates are often low than that of the regular staff
· Would not be given any sick or holiday pay
· They have a negative impact on the atmosphere, cause a disorder team of regular staff
· No career opportunity
· Contracts may be ended without an explanation
· The Fear of losing your job
· Very easy to lose your earnings (Erika & Tamosiunas, 2013)


To the employer
· There is decline in values and loyalty at the work place
· Can dirty the business reputation. For instance, Sport Direct, which is a retail shop in the UK had to face legal action because they did not include a zero-hours staff in the bonus scheme.
· Some businesses surfers from false flexibility because these zero-hours workers are unpredictable and may not report to work thereby forcing the employer to seek for alternative somewhere.
· These zero-hours contracts cause a split between the permanent and non-permanent staff leading to bad feeling and low morale in the workplace, hence affecting team building and productivity (Catapult, 2016) 
 Conclusion
From the above report, one can conclude atypical employment contract has increase as compared to the past years in the world. It is an important aspect in today’s challenging market labour environment. There are several factors which have led to the growth of this type of employment which is to ensure flexibility of labour. And people will rather go for this type of employment because they want to develop qualification and work experience just like in the care sector. Big companies before employing someone will always want to know if the person have experience. Atypical employment has advantages and disadvantages for both the employee and the employer but to a greater extend has a negative impact on the employee reason why for the past few years, the government is putting in place new regulations which are in favour of people working in zero-hours contracts. 
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