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Atypical Employment Contracts

     Atypical employment contracts refer to the employment contracts that do not follow the required standards and requirements. They differ from the typical employment contracts in terms of the legal regulations and the benefits that the employees enjoy. In the U.K., the conventional scheme of the full-time employment relationship has reduced with many companies preferring atypical employment contracts such as to zero-hours contracts, part-time working contracts just to mention but a few (Allmendinger et al.,2013 Pg.35). Shell Trading International is a U.K. based company that sells and supplies oil, gas, and chemicals. Shell Trading International just like any other company in the U.K. it has shifted to atypical employment contracts over recent years.
      The atypical employment arrangements are often subject to other business rights and protection. In the U.K, most of the people work under atypical employment with just a small number working under conventional standards (typical contracts). This intermittent nature of the shift to atypical employment contracts may also impede qualification for some rights such as ill wage and unhealthy working conditions (Bach and Bordogna 2011, pg3.4). Many companies prefer atypical employment contracts over typical employment contracts because they are avoiding paying more taxes and social security obligations.
      The primary method of atypical hiring scheme is the zero-based -term agreements. The employees working under the atypical type of contract can be referred to as the workforce working under less or no standardization or social protection. 
     The increase of irregular business contracts, for instance, the part-time work programs -reflects the rise in business flexibility over past years. Uneven business agreements sometimes might mirror the degree of employees' orientations (for example, concerning part-time contracts).       However, intermittent work may have undesirable effects on societal justices, for instance, snowballing the danger of deficiency at older years and raising the probability of joblessness. Atypical work had just somewhat reduced from 20.8 percent in the year 2015 to 20.7 percent in 2017 but lately has come rapidly. Whereas the has the number of working persons has amplified by 638,000 to 2017, the number of persons who are self – hired dropped at this equivalent point.
       The use of zero-hours is a type of contract between the worker and the boss, where the boss is not gratified to offer any minimal hours, while the worker is not indebted to take any work periods provided. The employee has to sign that he is available for the work, but he/she is not assigned any working hours. According to (Anderson 2014, pg. 30). in the year, 2013, zero– hour contracts were incorporated in most of the United Kingdom's economy. The hotel industry was the leading sector using the zero-hours type of employment, with nineteen percent of its employees working under the zero-hours contract. The health sector came in second place, with the rate rising from seven percent in 2009 to thirteen percent in 2016. The third sector was the education sector, with most of the tutor now working on zero- hours based employment with 10 percent. In comparison, the fourth sector was the processing and manufacturing companies, with 8 percent (Hevenstone 2010, pg. 99). Shell Trading International, which is one of the processing company, has incorporated the use of zero-hours over the recent year with most of its employees working under this arrangement.
     Ben van Beurden, the chief of work of Shell Trading International, said that volume of employers have adopted zero-hours contracts, not because they want to prevent giving workers their rights, but to avoid giving fastened overheads and offering employees flexible working hours according to the flexibility of their schedules. Zero-hours contracts allow employees to work in more than two organizations hence improving their living standards.
      There have been many critics to the U.K. zero-hours contract as many people view them as controversial in spite the rise in the atypical contracts of employment. The business leaders from Britain have, however, supported zero-hours contracts, saying that they provide a flexible labour market. They also noted that these types of arrangements might suit some people like the students who just want occasional earnings and therefore they cannot work on a full-time basis (Benach et al. 2010, p. 109). There have been concerns from the trade unions and other groups on the possibility of such agreement exploiting employees.
     By extension, part-time work under the terms of a zero-hours contract is a more block out form course as compared to the full-time job. Zero-hours contracts (which frequently determine the co-terminus paid work with another employer is prohibited) take the person 'on request' to be summoned in little attention to work, but guarantees no regular or minimum hours of weekly employment (Hevenstone 2010, pg. 319). Not only does it deny workers the chance to think forward or track for regular business commitments, but it gives more discretionary powers in the hands of the directors and supervisors, who are available to distinguish unfairness against people. The leaders or supervisors may act by denying them work or allocating them the least beautiful times or jobs. In short, zero-hours contracts exist not only for the distributional inequalities of course, but also increase the ability in-balance between employer and employee, and individual utilization (LaMontagne et al. 2012, pg.97). There is currently no reliable information about the number of people working under zero-hours contract in the U.K.
    While the balance of everyday employment has not grown overall, part-time jobs and casual workers have noticeably become more evident than the full-time positions. Since 2013, there has been a noticeable change in the number of part-time employees -from 10.6 percent to 12.1 percent -equal to at least 106,000 additional people working casually. A part-time job is usually a little of a hot button topic with everyone willing to try this anecdote to help their case. Shell Trading International has many casual workers than full-time job employees. The casual workers help in giving labour force that is required to the company (Dragano et al. 2012, p.67). The company has employed casual workers to help in the cleaning, cooking, and carrying out another day to day activities such as packaging.
      Employment contracts differ tremendously from country to country with their enforceability much under investigation. The employment law in some states usually favours the worker and any effort by the employer to unduly limit someone's right to work can be deemed unfair and ignored at a legal courtroom challenge. Contracts of work do not take account of every fact. Much reference is given to terms and circumstances in agreements of a company's regulations or the laws. In such a case, the original worker should be given a copy of the corporate statement (Tealdi 2011). Corporate arrangements and work arrangements may cover, among others, unpaid benefit payments, remunerations, business hours, compensation of travel expenses and compensation for transportation to a new location.
     The U. K's labour industry has changed notably in recent years; one significant way is the increase in term-time working. More people prefer term-time contracts over full-time employment. Many companies are also incorporating this method so that they can save on the cost they would have given someone as his/her retirement benefits. Other companies have renewable contracts that help to motivate the employees to work hard so that they can renew their contracts. Shell Trading International company offers both renewable and non- renewable contracts. Most of the employees work on contracts (Ronda Pérez 2012, pg.77). The company is widely employing its workforce on contracts to cut the cost paid to the employees, such as paid vacation leave, sick leave, and group health insurance benefits. 
     There is a significant legal difference between employees who work under the contract "of assistance" and full -employed workers or individual contractors and those who work under the deal "for services". These two kinds of relationships are also treated differently for taxation and public policy purposes. Employees, including fixed-term employees, have specific legal rights that individual workers do not experience. Under the statutory provision of the contract, the employer is obliged to be under an agreement of great faith while dealing with the employees as they apply the new policies and conditions of the contract (Ronda Pérez 2012, pg.57). The provision is an integral part of security for the employees as it serves as a hindrance to keep the employer from violating the terms and conditions agreed for the contract.
    The zero-hours contract depends on the employer and the employee agreements, and they are not legally determined. Typically, it represents a contract under which the employer does not promise to support employment and pays just for the job carried out. The so-called 'significant time' contracts are conventional in the retail sectors, under which workers are ensured some role, but are not guaranteed daily times each week (De Moortel et al. 2014, pg.90). Employers are not under any statutory responsibility to conform to the agreement in this type of contracts, and thus, it is a significant problem because the employee can fail to be compensated.
    However, the benefit of working under contract is that it gives some a sense of independence and flexibility. In most cases, the employees that work under agreements are more flexible because they operate under schedules than the permanent employees. The employees that work under these schedules are more probable to make their personal choices of scheduling as long as the assigned work is done according to the set standards. This benefit is attractive to persons desiring to regulate their timetable and accomplish superior work-life-balance than could be attained if their schedule were dictated. 
    Employees who work under contracts do not have to follow the systematic employee procedures such as workplace conferences and inefficient proceedings. The workers are barely pretentious by the company's excessive regulations and inter-workplace policies. As such, giving them the freedom to mainly devote their time doing the assignments that they are remunerated for doing within the shorter periods and hence can also do other tasks with the remaining time (Hevenstone 2010, pg. 319). Employees who work on contracts come from different locations other than in the offices, and therefore they will save the time needed to travel to the offices; hence they will be more productive.
    Unlike other professions, contract employment in the manufacturing industry is highly dominant. For some professionals, this may be seen as the best deal, whereas others who choose more stability or certainty from their work, full – time employment might be the better choice. While there is no excellent or incorrect solution when it gets to contract versus a full-time job, there exist advantages and disadvantages to both. In its most basic, contract work means that the individual has been employed to do a particular task at a specific rate of salary. Typically, contract work is restricted to a set period. The contract workers are not considered permanent workers, and they do not turn into a standard component to the organization's personnel (Gumbrell‐McCormick 2013, p.g34). The disadvantage of a contract is that one does not have job security, and he/she might not find another job after his/her contract is terminated.
    In conclusion, Shell Trading International has most of its employers working under atypical contract employment because the company wants to save on the cost that is required to pay the leave benefit and retirement benefits. The atypical employment contract has its disadvantages and advantages. The significant advantage of atypical employment to the employees is that it gives more time for one to be flexible and work on other assignments which would not have been the case if one is working under full -time employment. On the other hand, the main disadvantage of this type of employment contract is that it does not offer job security to an employee because most of the casual workers do not have trade unions. This type of employment is also is a form of exploitation to the workers because it does not give workers the chance to enjoy retirement benefits when they grow old. Lastly, most of the companies are using atypical employment contracts to benefit themselves by pocketing the money required to give employees leave and vacation benefits, among others.
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