Modul: Managing people
Modul code: LCBB 5004 
Lecturer: Dr Rexon Nting







Benefits and Disadvantages of
introducing flexible working practices







Student: Elena Pehlivanova 
Student No:1813121


Contents

Introduction	3
Benefits and disadvantages	4
Conclusion	7
References	8




















[bookmark: _Toc40637823]Introduction 

This essay discusses benefits and disadvantages of part-time workers in “continuous employment contract with a guaranteed number of hours and somehow fixed work schedule, have known as permanent part-time” (Kalleberg, 2000) and casual student worker “typically completed on an on-call temporary basis with no guaranteed hours of work or fixed schedule of work hours” (Zeytinogly, et al., 2004).  The aim is to be outlined pros and cons on the flexible working practices in purpose to reduce staff turnover and improve motivation of workers in  food supermarkets “Tyrone Superstores” Ltd.
Torrington define workforce flexibility as “A crucial aspect of organisation design in the extent to which it delivers agility.” (Torrington, et al., 2017). It affects the employer’s needs and result employee’s time working pattern. Atkinson named this kind of working relationships as “flexible working arrangements” (Atcinson & Sandiford, 2016). In point of employee’s view is framed as “work-life balance” or “family friendly” arrangement. Although, more argues emphases complementary relationships between employers and employees, a dispute who is more benefited still exit.
Since 2014 flexible work agreement has become a  widespread practice in sectors as hospitality, restaurant and retail industry. To avoid an uncertainty in workers “flexibility” is transform in “flexicurity” which “provides employers with flexibility to adjust employment to meet the requirements of changing market conditions or technology and provides workers with the income security, training opportunities, and job search support to successfully weather the lack of job security without a deterioration in earnings” (Appelbaum, 2012). “It comprised three main elements: workers are provided with economy security to address of consequences’ of precarious work; the right to collective representation and bargaining power is granted; (re)training to equip workers to thrive in a labour market is offered” (Torrington, et al., 2017).
Moreover, workforce flexibility can be applied in different aspects, such as functional flexibility,  number of working hours, location at which the work is carried on and so on. Some contracts content only one dimension of flexibility other combined a few depends of the business’ requirement. In this essay will analysed casual and part-time contracts referred to flexibility in context of the working time. Time flexibility has a several different pattern: “flexible daily hours, flexible weekly hours, flexible daily and weekly hours,  compressed working weeks, annual hours.” (Armstrong & Taylor, 2014).
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“The theoretical advantage for organisations is that flexibility enables to deploy employee time and effort more efficiently so that staff is only at work when they need to be and are focused on achieving organisational objectives throughout that time” (Torrington, et al., 2017). At the same time practice has shown that employee recognise a flexible working agreement as “insecure” subsequently this reflect on their willingness and commitment at work. The outcome for company is hardness to recruit talented people and result with high staff turnover which affect a company’s performance.
By using the flexibly casual  and  part-time employment contract enable managers of the shops to demonstrate their utmost best for the company’s interest. In aim to promote the success of the company they are trying every possible way to maximise the profit and minimise expenditures. “Using the services of precarious employment contract workers enable the company to cut back on unnecessary expenditure, for example, precarious contract workers are only paid for work done and the company only employs them when needed.” (Ndzi, 2017).  In addition, managers may call workers in very short notice, in such of manner advantaged the organisations in terms of guarantee no lost profit caused of shortage of staff. In the same way, availability of casual and part-time “contracts workers provides the employer with security and accessibility to a pool of workers whenever and wherever needed.” (Ndzi, 2017).
Another essential advantage for employers is concern of the workers to their job. This is  expressed in ambitious to prove workplace and to be called whenever is work in a shop, for instance students will work very hard to impress their shop’s managers in order to secure a job and income, respectively. Considering that the company achievement hugely depends on the input of the workers it can be concluded that flexible workers promote the success of the company. The evidence suggests “these contracts are characterised by ﬂexibility mainly for the employer than the for worker. Organization use casual and part-time contracts because they allow them to maximise the ﬂexibility of the organisation’s workforce and enable the business to adjust variation in seasonal demands.” (Ndzi, 2017). In context of “ the ‘ideal worker’ norm is prevalent particularly in workplaces with flexible working conditions, where employees are expected to adapt their work to market demands.” (Lott, 2015). For instant, Christmas and Easter are periods with high demands on the companies to operate efficiently and satisfy customers. In short, flexibility of casual and part-time contracts benefits companies, enhance their cost effectiveness, as actually companies pay the workers only the really worked hours.

Furthermore, flexible casual and part-time contract provide employment for some people who in otherwise will stay unemployed. However, some literature described its unattractiveness as “a low-paid job, with unsocial hours and uncertainty about whether it will continue beyond the short term, is likely to be unattractive to jobseekers from the established local population currently in receipt of regular out-of-work beneﬁt payments whose frames of references may be shaped in part by previous experience of the precarity of low-paid work and who seek a stable local job.” (Green, et al., 2016) in contrast such a job can be sufficient to societies with specific framework. These are young people under the age of 25, people over the 65 or in other words retired people, women mostly mothers with children under 16 years old and students in full time education. In illustration, students usually are looking for short-term time employment during the educational year. Equally, “such a job may have advantages over employment requires diﬀerent ﬂexibility or longer-term commitment” (Green, et al., 2016). Apparently in context of ‘evening work shifts’ which are assumed as unsocial hours, students are keener to commit with them in terms to have time for education during the bright part of the day. Furthermore, in order to attain work-life balance a lot of families accept flexible part-time contract as very convenient for the wives as they can manage social work life with family duties. “Combination of a full-time job for the male partner with a part-time job for the mother is preferred by 42% of couples in the UK.” (Gregory & Connolly, 2010).
Bad side of the flexible work is its perceptions as precarious – insecure job with “low and unstable wage, possible no access to pension or health insurance, arbitrary treatment on the workplace” (Appelbaum, 2012) and so on. Casual and part-time employment contract are not described under employment low but regulates relationships between worker and employer. For example,  in “Tyrone Superstores” Ltd  food store workers can work for the shop, but its management do not definitely guaranteed work for them as well as the student “do not guarantee to always do the work that they offered” (Ndzi, 2017). However, “even the contracts offer no minimum amount of work or pay each month, employer still can require workers to be available at short notice, bar them from employment elsewhere and allow shifts to be cancelled without compensation.” (Milliken, 2014). In other words, even though the workers have worked hard for the benefits of company, “their interest  is not considered a concern of the company.” (Ndzi, 2017).


Psychological aspect of  “Working-time autonomy may facilitate the combination of work and life but may also lead to work intensification and overtime” (Appelbaum, 2012). Consequently,  generated stress and tension negatively reflect on work-life balance and conduct occupational stress fostering employee to engage in conflict with co-workers and supervisors. In this point of view “Fixed schedules may constrain employees’ lives or may protect them against employer arbitrariness. In countries with high employer-centred flexibility, working-time autonomy means time squeeze for employees, whereas fixed schedules protect them against employers’ unpredictable claims, as was shown for the UK.” (Lott, 2015).
Flexible working hours gives opportunity for employer to reduce working hours as extend store service operational hours. Giving shorter shifts or split- shifts, employer eliminate rest and meals breaks. For example “Workers in cashier, store clerk or bakery jobs are often scheduled to work in split shifts or work a single 4-5 hour shift per day so the employer may eliminate the costs associated with giving the legally required lunch and/or rest breaks. In addition, limited hours of work and the intermittent scheduling work proportionally reduce the worker’s income.” (Zeytinogly & Crook, 1997). The insecurity, which 'casual and part-time contract' implied in the worker’s hours and pattern of work, as they can vary from week to week, cause significant strain in a worker on how to manage household financial. “The thought of being unable to plan, and guarantee the ﬁnancial situation of the worker’s future, could lead to considerable stress-related health issues.” (Theodossiou & Bender, 2016).
Another essential point correlate with the future pension’s state of the employees. Flexible work contracts do not ensure any contribution for pension. “All employers in the UK are expected to operate a workplace pension scheme for all workers over the age of 22 years and earn at least £10,000 a year. Furthermore, a state pension is available for workers who earn at least £155 a week for one employer.” (Ndzi, 2017).  Therefore, as a flexible casual and part-time contract may not able to contribute £10,000 per year, so the worker will not be qualified for workplace pension or if not covered the mandatory minimum of earning £155 a week will be not qualified for state pension either. This advantage “employers as will again be able to kept he money in the company’s funds, which will be reﬂected as proﬁt to the company.” (Ndzi, 2017).


In relation to uncertainties of pay levels and career opportunities, it is more unlikely for male society engage with this kind of job compared with women who are keener to accept it in terms of “work-life balance". “Since life courses are gendered, with women still assuming the main responsibilities of unpaid work and men investing most of their time in paid work, this norm applies less to women than men.” (Williams, et al., 2013). The ‘ideal worker’ norm, therefore, reproduces traditional gender arrangements and gender inequality in the workplace. “The unequal allocation of paid and unpaid work can be ascribed to contrasting male and female gender identities. Because male gender identity is mainly work-oriented and implies the role as the main breadwinner, work flexibility and autonomy risk leading to overtime and intensification of work mainly for men” (Lott, 2015). As Williams et al. (2013) state, “men’s jobs often ‘consume their lives’ and for them, flexibility does not deliver work–life balance” (Williams, et al., 2013). However, the female society, is more care oriented and less work oriented. Woman accept work flexibility more as opportunity to combine work with outside responsibilities. “Since they often prioritize family needs and care activities, for them time squeeze may mean insufficient time for leisure or self-care.” (Lott, 2015).
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In this essay was presented advantages and disadvantages of flexible working time in casual and part-time contract. The most of literature suggest that flexible working time will contribute for improvement of company performance and will benefits in it revenue. In other side, in terms to achieve “work-life” balance a lot of workers will appreciate flexibility in workplace. Complementary relationships between employer and employees will attain both side satisfaction, the outcome will be reducing workforce turnover and enhancing staff motivation.   
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