




Assessment – 2
Essay


Student name:Cosmina Andrei
 Id student: 1809878
 ASSESSMENT 2 RESIT  Managing people 











Question 2
The use of atypical employment contracts (zero hours, part time, term time working etc) has grown in recent years. Discuss, using examples from the company that you have chosen, the benefits and disadvantages of these types of contracts for both employers and employees.


The legal relationship made between the employees and the employer by considering the employment conditions, duties, and responsibilities along with the rights are termed as an employment contract. Different terms, like the employer’s duty to pay the employees wage, are included in this contract related to the employees and employers. The benefits and limitations of employment contracts of different types will be described in terms of employees and employer, LIDL. It is a food wholesaler Germany based organization established in 1930. The company has become one of the biggest food retailers of Europe.  
The employment contract provides the stability, protect each party and clearly define the benefits and duties, while it can only be changed by renegotiation, it is in the form of legal binding, and the biggest disadvantage limits are flexible. Benefits, communications, confidentiality, general responsibilities, duration of employment, schedule, and wages are included and mentioned in the employment contract (Pinna and Ibba, 2018). According to the employment status of the individual, there are various kinds of contracts are applied. Therefore, before writing the employment contract, the correct determination of the employment status of an individual, going to hire by the employer, is crucial. There are lots of employment contract growing in the present era. Some of them are the following:
Casual employment contracts: this kind of contract is suitable for those organizations, which are searching for the committed individual, but also cannot guarantee a regular working pattern, and also not sure about the exact working hours for every week. The individuals will be entitled to employment rights, especially including the statutory minimum notice period and statutory sick pay. Based on the number of hours worked, the individuals will accrue holidays on these contracts (Rönnmar, 2010). LIDL uses casual employment contract pattern and develops the working hours over the time, as this kind of pattern is more likely to form the basis of the contract instead of the written agreement, which indicates that the individuals will be deemed to be working on a permanent employment contract as opposed to a casual one. Regarding this patterns, the organization is clear about the employment contract with the employees, like LIDL want the casual employees to work regular hours for a specific time than the organization make clear in writing that it is a temporary kind of working pattern according to the needs of the organization and the contract is not indicating that the working on the regular hours means a permanent contract (Dolado et al., 2019). No guarantee of regular income and regular work is the biggest disadvantage of casual contracts for the employees. There are also leave entitlements, which indicates that there are payoffs for the employees. The employees have an opportunity of working with others based on not fixed working hours. The employees from this kind of contract are generally paid higher than the other staff. LIDL can reduce or increase the hours. The biggest disadvantage for the organization is that they have to a higher amount than usual because of casual loading. There is also a disadvantage of fear of incomplete work because the employee can resign from the work at any time without notice.
Fixed-term contracts: the end date of the contract is mention in the fixed-term contracts, like getting for one year of the period. Most of the organizations consider this kind of contract for taking the interns, staffing for a big project, and covering maternity leave. The advantageous part for the employees is that in this contract the employees are treated the same as the permanent employees. The employees have the same rights as permanent employees. Because of the fixed-term, the organization cannot offer the employees fewer favours (Sadevirta, 2015). LIDL also uses a fixed-term contract, especially for the big project. The employees of LIDL with the fixed-term contract always want to continue the work beyond the end date of the contract. Lucas 2018 suggested that fixed-terms contracts are formally not renewed. Therefore, LIDL gives the proper notice period to the employees because the agreement was set up with the end date. The company also fulfils the permanent job vacancies as per the requirements by hiring sometimes the fixed-term employees as permanent employees. Fixed-term contracts are not used by the organization in daily routine or for the daily routine jobs. If the employees are on long leave, they cannot be replaced. The employees can be later converted into the permanent contract but before the organization sees the potential of the individuals before taking them on the payrolls. The fixed-term contract can be terminated by the organization before the due date based on the fraud commitment of the employees or non-performance (MacLeod, 2010). The biggest advantage for the organization of having a fixed-term contract is that the organization can avoid long-term commitment (Taylor, 2020). The employees have the advantage of getting interesting work which cannot be possible in a permanent contract. The employees also have an opportunity of earning more than the permanent contract work. One of the biggest advantages for the employees is that the value of the CV is increased by the number of fixed-term contract work instead of permanent work. At the same time, there is the biggest fear for the employees regarding the security of the job. There could be fewer chances of promotion compare to permanent contract employees (Strydom, 2011). The employees, who love this kind of contract, have the biggest issue of winning the trust of the employers, as they can suggest about the commitment towards the work.
Permanente employment contract: the employees of the organization, who are hired based on the permanent contract, are paid at the hourly rate or salary for the regular working hours basis. LIDL follows this kind of contract and most of the employees within the company are based on a permanent contract (Pouliakas and Theodossiou, 2010). The permanent contract ends with the termination of the employees either from the employee’s side or from the employer's side. The employees with a permanent contract could work with an organization based on both terms of part-time working and full time working. The employees with a permanent contract are entitled to the full range of statutory employment rights. One of the biggest advantages of this kind of employment contract is opportunities for career growth and the security of the job. There two kinds of the permanent contract; one is for part-time and anther is for full-time work, where part the part-time contract is based on 35 hours work, and the full-time contract is based on 35 to 40 hours a week (Freedland et al., 2016). LIDL is investing its resources in the permanent employees by offering substantial benefits, integrating them into the community, recruiting and training the new talent. Some of the benefits of permanent contract based of LIDL are: the organization helps the employees to strike a work-life balance will ensure the effectiveness and satisfaction of the employees; there is a key opportunity for LIDL to entice talented employees to join the team by offering the benefits such as paid time off and health insurance (Freedland and Adams-Prassl, 2017). If the employer wants to violate the contract, it may make the organization liable for greater damages, it is one of the biggest disadvantages for the organization. Thus, based on this fact the organization should not agree to the terms they cannot meet. 
Zero hours contract can be understood as to the arrangement of casual working, usually with no guaranteed time. It is not a set of legal form and it is not a model which is universally accepted. It is also referred to as an arrangement, casual worker contract, ad hoc contract, or bank contract. The research found that approx. 6 percentage of overall contracts of employment could be included in zero-hours contracts (Dolado et al., 2019). Zero-hours employees can work for one or more than one owner or company. They are entitled to the national living and minimum wages, and annual leave. They do not usually have to allow the offered work. The employer or company is under no obligation to provide a minimum quantity of hours. 
The biggest advantage of Lidl from using this contract is flexibility. For the Lidl, it is invaluable to be capable to express effectively and quickly to business fluctuations. Zero-hours contracts offer Lidl to cover a particular program such as a promotional program for launching a new product. The company can deal with any unforeseen program such as to manage a sudden rise in demand. This contract allows Lidl to cope with the absence of employees such as long-term sick leave or maternity leave. Zero-hours contracts allow Lidl to have the flexibility and dealing in the generating to a busy time like in the run-up to Christmas (Cooper et al., 2016). Taking on workers of the zero-hours contract will help Lidl to mitigate the taking risk and having to pay for more workers that the company needs. Flexible working ways have shown in Lidl to have a favourable effect on staff retention and productivity (Waas, 2010). It can be annoying to see the company staff handling their work and getting paid for the dispensation. This is a reason why this contract is extremely attractive for Lidl and other companies. Under this contract, Lidl is under no obligation to provide them work and the employees are only get paid for the hours they perform or work. When looking at various recruitment choices, Lidl will unquestionably be looking at costs (Cao et al., 2010). Zero-hours contracts base employees hiring is much cheaper in comparison to paying the commission and agency fees for agency employees, so it can help Lidl to keep prices down for its organization. 
While the flexibility of zero-hours contracts can backfire on Lidl. As the employees are under no obligation to allow work, it will be tough for the company to get employees to undertake the work required. The other disadvantage of Lidl is that it may end up that various employees are doing similar work. This can enhance to differences in quality of work and service delivery. It is crucial to ensure that each employee is meeting the standards of the company and that there is consistency with the work of everyone to mitigate and avoid problems. 
The zero-hours contracts have advantages to the employees too. Flexibility is one of the greatest attractions for employees. If a person is at college or university, has a job for part-time, has care responsibilities, or is semi-retired, this type of contract gives them a chance to work without giving their other works (Adams et al., 2015). Others see this type of contract as a path to get their foot in the door. The workers feel it can give improve to permanent opportunities with any company. The disadvantages for employees have been properly documented by the press. This kind of contract can refer that no actual fixed income and job security. The employees do not know when the job or income can go out. 
Concluding the essay it can be said that different kinds of employment contracts are very necessary for the organizations but in term of employees the most beneficial contract is permanent employment contract. The employees get the higher wages in casual employment contract but also have the minimum security of the job. It has concluded that zero-hours contracts have various advantages for Lidl as well as for employees but it also has disadvantageous for both. The company should give notice as probable of any available work. It will offer the workers time to manage their schedules and make sure that they deal with all commitments. 
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