

Running head: Managing People		10

[bookmark: _Hlk40642772][bookmark: _Hlk40649995]



Managing people
Atypical employment contracts: Zero hours, part-time etc. 
Aramark

Student’s Name : Iliyana Kostova
Students number :1814108
Professor’s Name :Rexon Nting
Institution Affiliation















Table of Contents
Introduction	3
Attyoical contracts	3
Aramark organisation	3
Strategic Planning	4
Attract and engage	6
Motivational practices	7
Reward management	8
Advantages and disadvantages:	8
Conclusion	9
References	10













[bookmark: _Toc40651403]Introduction

In order to progress and achieve competitive advantage the organisation should enhance its Human Resource activities and engage its employees into trainings and development practises through managing the process and analysing the results (Foot and Hook, 2002).
Human resources can be described as the people who work for a particular company and the department that is tasked with managing all the resources that are related to its employees (Armstrong and Taylor, 2017)

Types of contracts
There are different approaches for fulfilling the staffing needs of every organisation. Some organisations are using the classic approach where all the employees are having regular full-time contracts, where other companies prefer new atypical types such as zero-hours and part-time engagements. 
The choice depend on a numerous factors concerning the organisational structure, culture and related procedures.
[bookmark: _Toc40651405]Aramark organisation
For the purpose of this work we will use Aramark organisation to illustrate all these different types of contracts and how they are used from the organisation as well as how the employees perceive these conditions. Each type is having its advantages and disadvantages, however they all are likely to vary depend on the situation.
Aramark is an international business with more than quarter of a million employees across the world. The business provide customer service solutions in different sectors such as: food & hospitality, facilities and property management.
The majority of its staff is employed on a full-time base contracts with an annual salary. However due to its variety the organisation employing people on a zero-hours base as well as part-time workers, plus using the services of a recruitment agency in certain cases. 
Major client of the company is JP Morgan group. The asset management bank has 3 different sites in London, including its European head-office located at Canary Wharf. 
Aramark is responsible for the providing of staff in many areas within the 3 buildings such as: Receptionists, Hostess, Chefs, Butlers, Hospitality staff and waters with different level of authority. 
There is a team of chiefs, butlers, waiters and hostesses,  working on a regular full-time contract who are responsible for the everyday menus for the a la carte orders in all meeting rooms, as well as the food prepare for the canteens within the buildings, where the JP Morgan staff is having breakfast, lunch or coffee with pastries.  However very often at the building are organised different internal and external meetings, conferences and other events that required an additional staff to support the regular team. 
In order to manage effectively the management of Aramark should have strategic planning in place.
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The process of strategic planning is focused on setting direction based on the organisational resource. It is concerned with the organisational capabilities for a specific period of time. It ensures the availability of enough human resource and expertise required to achieve its objectives. The planning process also include the effective use of the resources, therefore the management should make sure that there is not unreasonable wastage of money for hiring employees that are not needed most of the time. The process allows the organisation to put first the most important things for a period of time (Armstrong, 2019)
Alternative employment contracts such as zero-hours are very convenient ways to reduce this wastage by using and paying the employee only when his/her work is needed. For example Aramark is having a number of zero-hours assistant chiefs and waiters. They are used in days throughout the week where is having bigger number of meetings or other events such as conference or presentation.  For this reason the management need to make an effort to have an information about these events in advance, so the planning could be made and the employees are informed at least a week ago about their commitment. If the number increased at the very last moment Aramark still have the possibility of using an agency staff. That is giving an flexibility, but also increase the cost due to the higher agency fees.
Part time is also widely used methods for fulfilling staffing needs. 
Aramark is using part-time workers for the coffee shops in each site. The position is very convenient for students, who need some extra cash in their spare time. The work in the coffee shop does not require a specific background or experience. Training is provided on-site and so every person with a little knowledge may apply.  
In order to have an effective planning the organisation should address its needs for each of the business areas. Furthermore the management should have a clear vision of what the ideal candidate should look like. When it comes to finding a perfect candidate who is willing to work on a zero hours base contract, the criteria should differ from the traditional full-time workers. (Armstrong, 2019)
If the business does not estimate its production and activity it may generate loss. For example: paying a salary to someone who is not actively involved in working process most of the time. In other words the organisation is paying his/her wage plus all on-going taxes without using effectively the knowledge, expertise and power of that person. Therefore in such cases a worker with contract on flexible condition may be used occasionally. For example: An additional waiter, assigned for big events when more people staff is required. From the other side that would not suit everybody, however there are certain groups that may accept such a job. These are often students looking for flexible jobs or individuals looking for second job in the evenings. 
The recruitment team should consider different factors in their searching criteria in order to safe time and efforts It is essential to have a clear and precise description for the job when its advertise. 
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According to (Rose, 2018) the aim of the human resource is to have an well qualified motivated staff that perform at high level in order to achieve an competitive advantage and eventually meet its business objectives. That is integrated process, which seek for maximum attention in different areas of the business. Engagement is vital in the pursuit of such goals. Engagement is a state of mind and it goes beyond any formal agreements. (CIPD, 2008)
According to (Truss et al., 2006), there are different dimensions of the engagement:
· Emotional engagement: This is where an individual is emotionally involved with his/ her work.
· Cognitive engagement: This is where one is focused to his/ her work and is less prone to distractions.
· Physical engagement: This is where an employee is willing to exert himself/ herself more for the employer.
For this reason an organisation, that rely on atypical employment contracts such as zero hours should or part-time workers emphasize on supplying its employees with additional materials related to the organisation and the sector it operates in. Since the staff engagement is less than the regular worker the additional support may compensate the time out of work. However this may vary from sector to sector and in some cases cannot be applied due to the specifics of a certain jobs.
For example Aramark is organising events on a regular basis at each of its sites. There is broadcasted valuable information as well as showing new trends and practices in the industry. At this events are invited all regular workers as well with those who are with zero-hours contracts or work part-time.
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Training and development – This refer to a scheme in which particular knowledge, skills and abilities are imparted to employees, with the aim of increasing their performance level in their current positions, as well as providing them with learning opportunities, that will further their growth (Business Jargons, 2018).
Training will not be affected as it is not a long term oriented. Depending of the job it could take hours, days or weeks, however for someone who is engaged on a part-time basis or zero hours contract will be less likely to be applied long term perspective such as development. (Taylor, 2018). 
However in case of using the atypical employment conditions the organisation is less likely to have use of the development methods, where skills can be enhanced. Therefore if there is a new role within the organisaition the HR should recruit new person, rather than promote an internal person for the existing role.
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Strategic Reward: This is based on the design and implementation of long-term reward policies and practices that closely support and advance business or company goals, as well as employee ambitions.
Total Reward: It incorporates all aspects of work valued by employees, including aspects such as training and development opportunities and/or an alluring working environment, in addition to the broader compensation and perks package.
At Aramark the management is using the reward approach in order to stimulate its employees at any level. That also include those who are engage on a part-time base or zero-hours base.
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From organisational prospective
Advantages: Flexibility to take in staff on demand therefore reduced cost, less bureaucracy (paying taxes and other fees)
Disadvantages: Less motivated and engaged staff (don’t take the job too personal. Just a way of making extra cash), high possibility of losing an appropriate candidate.
From employees prospective:
Advantages: Freedom to quit with small or without notice period. Possibility to work for more than one employer at the time. Have the right to take day off whenever is needed. Usually not having many responsibilities and duties as the regular staff.
Disadvantages: Salary is not stable and in many cases less than the regular staff, plus don’t have much benefits as the regular workers such as pension. In some cases the employee may Feel less attachment to the organisation, compare to the regular staff.
For people on a zero hours contract is very hard to get an loans mortgages due to the unpredictable nature of their conditions.
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In Conclusion we can say that the modern approach of running business suits those who are flexible and willing to adapt quickly to any new conditions. From the organisational perspective the new forms of employment produce an opportunity to use labour force, knowledge and expertise at the time they are needed, without the heavy bureaucratic process of full-time employment along with all the other liabilities that such form has. From one side to the employed person and from the other side to the government bodies. However from the other side these types have their downsides such as lack of commitment and high turnover discussed above in the paper.
From the employees prospective also can be highlighted certain advantages and disadvantages for the individuals who are operating on these conditions as we discussed above. In certain cases these conditions may be highly beneficial in terms of flexibility and freedom of choice, however there are certain limitations such as organisational progress and status, regular payments or healthcare benefits, although the main drives of frustration for employees remain the inability to met the expectations and failure of the management to motivate effectively. Perhaps the satisfaction of the employees is much more a question of leadership, rather than circumstances.
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