
Assignment 2
by Natasha Yordanova

1814114
Managing people - LCBB5004
Rexon Nting
TABLE OF CONTENTS
1INTRODUCTION

MAIN BODY
1
CONCLUSION
4
REFERENCES
5



INTRODUCTION

Atypical contracts are usually defined as the key employment contract which do not conform to the key standards, full time and open ended contracts. This contract tends to encompass various other types of contract which includes fixed term, part time, casual, temporary and seasonal. This study will highlight on analysing and discussing the benefits and limitations of the atypical employment contracts used in a Vue Cinemas which is formerly referred to as the SBC international cinema and is also considered to be as leading British cinema multinational company which has been operated in UK. This company was founded in the year 1999 by Timothy Richards. This company is headquartered in London, England, UK.  
MAIN BODY

Dieckhoff and et.al., (2015) sought to determine the fact that, atypical contracts are usually defined as the key employment contract which in turn do not conform to the key standards, full time and open ended contracts. Atypical contract tends to encompass various other types of contract which includes fixed term, part time, casual, temporary and seasonal. The type of workers who are engaged in such atypical contracts are considered to be very heterogeneous. The workers tend to range from highly skilled professional workers for short or task focused contract to low skilled workers who has been on working on seasonal contract. There seems to be high degree of increase in the number of workers on atypical contracts in the recent years. 
There is a need for adjustment associated with the rights and protection of employers and employees within the new form of contracting.  However, atypical contracts tend to cover various forms of employment relationship. Moreover, Datta, Giupponi, and Machin, (2019) examined the fact that, Temporary agency workers are also considered to be part of the atypical workers. Atypical work is highly affected by the influence of economic crisis which in turn put the employees in a very precarious and insecure position. Atypical contract tends to include various forms of employment which has mainly includes employs sharing, job sharing, into management, casual work, information communication technology-based mobile work, Voucher-based work, crowd employment, collaborative employment and portfolio work (Eurofound, 2010). Atypical forms of contract tend to have the key potential to contribute to words labour market innovation and also make it highly attractive for both potential workers and employers within the Vue Cinemas organisation.

Bardazzi, and Duranti, (2016) established their viewpoints by stating that, in the European labour market there seems to be a high degree of growing emergence for the more flexible forms of work. Developing such type of work within the Vue Cinemas organization in turn largely helps in the attainment of the economic growth by adapting to the productivity and business strategies for globalized economies and market. Rapid change in the technology as well as the globalization has largely influenced the change in the European labour market. Adams, Freedland, and Prassl, (2015) sought to determine the fact that part time contracts, fixed term contracts, zero hours contracts, on call contracts, freelancing contracts and temporary employment contracts, etc., have largely become one of the established feature of the labour market of the European which mainly accounts for 25% of the total workforce. These forms of contracts have been developing at a very rapid pace during the recent times, especially during the Covid-19 pandemic, where many businesses are struggling to pay their full time employees and are forced to lay some of them off. No fixed hour contracts allow the employers to retain some of their employees and are not required to pay them full amounts. While this has a bad impact on the employees themselves, the contact type has several benefits that can be shown in periods such as these. However, the limb workers, who are self-employed but still provide services under someone’s business and agency workers in turn are also considered to be as the type of the atypical worker. 
Subsequently, Grimshaw and et.al., (2017) argued that, atypical working is considered to be new, but it has gained a high degree of digitally enabled gig economy in order to carry out modern working practices. Moreover, the employers have been looking to effectively meet the short term fluctuating demand in order to get engaged with the temporary agency workers. The atypical workforce mainly accounts for 20% of the employment within UK and there seems to be an increase in atypical working overall (Eurofound , 2010). For example, the usage of the zero hour contract, in turn has extracted the criticism because of the key concern that it only tends to offer one sided favour to the employers. The main problem associated with the self- employment is that, the individuals have been categorized as self- employed. 
Parfitt, (2018) sought to determine the fact that, the key criticism which is mainly linked with the atypical working practice is that, the major disadvantage associated with the atypical working practices that it tends to include the misapply of the atypical work agreements which in turn may create insecurity of income, unpredictability and also reluctance among workers to gain basic employment rights. However, flexibility of the individuals can be only on one sided which is also considered to be one of the biggest disadvantages associated with the atypical working practices. For example, people might be unable to refuse work when it has been offered because of the changes within the working pattern. Individuals not having enough time to provide high degree of financial security and also uncertain working hours every month of week is also considered to be one of the criticisms of atypical working practice.
 Individuals who enter and has been working within the atypical contract and then has difficulty acknowledging their employment rights. Another major criticism associated with the atypical working practises is that people or workers of the Vue Cinemas organisation are wrongly categorised as self- employment when in real terms they are considered to be workers who are eligible for statutory employment rights within the United Kingdom. 

Adams, Freedland, and Prassl, (2015) sought to determine the fact that, there are various set of advantages associated with the atypical type of contract to both employers and the employees. Atypical workers tend to provide high degree of opportunity to the individual people in order to get access to the employment market when they have difficulty to do so. Moreover, a typical employment contracts helps employers affectively manage fluctuations for the certain demand of the products and services (Eurofound, 2010). A typical working hand and providing higher degree of flexibility to the employers which in turn is considered to be the significant advantage to the workers. Another major benefit associated with the atypical contract is that it helps the workers and employers in managing the work with other life commitments. Therefore, it helps in maintaining the work life balance of an individual person. When a typical working practice has been managed effectively, the atypical working enter then tends to offer higher degree of potential advantages to the both workers and employers.
Campbell, Ross. and Thomson, (2017) sought to determine the fact that, The CIPD report states that the employees who have been working in zero hour contracts tend to find out that the majority of the employees were engaged in a typical working practises are highly satisfied with the kind of work they do and also very satisfied with the working arrangements. For example, the 2015 research report of the CIPD tends to state that the shorter than the zero hours contract within the United Kingdom, 65% of the zero hours contract workers are highly satisfied with the job when compared with the 63% of the regular employees. For example, as per the CIPD research report, 14% of the participants tends to state that they work with digital give it to normal because there is no alternative employment for them. This also has boosted up their income by 32% and are highly satisfied to work because it tends to provide high degree of flexibility. There seems to be high degree of mental and physical well-being which has been experienced with the atypical workers. 
Gialis, and Tsampra, (2015) sought to examine the fact that, the organization tends to focus on motivating the atypical workers by effectively clarifying the responsibilities and rights of the workers as well as the organization. Engaging workers within the organization is considered to be as one of the most appropriate measure which in turn helps in managing the atypical workforce (Eurofound, 2010). The company must also focus on maintaining and establishing the true based relationship by effectively clarifying the needs and behaviour of the managers and workers. Adams, Freedland, and Prassl, (2015) sought to determine the fact that, the supervisor of the organization must focus on clearly defining the objectives of the organization within the atypical employment contract. For Example, Hermes tends to motivate the atypical workers by effectively managing and motivating which helps in developing new skills in performance and leadership management. Hermes Company tends to focus on clear set of values and skills for the atypical workers by setting clear code conduct. 
Yoon and Chung, (2016) examined the fact that, the atypical workers associated with the Vue Cinema are mainly the customer assistant who tends to provide assistance with the selling of the tickets, showing the seats to the customers and serving of the refreshments. Thera re both part time as well as full time workers. The key traits which are likely to associate with the Vue Cinema is that there are atypical employment contract between the workers. There seems to be hourly rates for the assistant customers at the Vue Cinema are considered to be very competitive. Vue Cinema in turn also tends to focus on indulging in various set of training programmes which helps the employers work up the professional career ranks within the company.  This is highly responsible for graduates who can work as a permanent worker within the organization. This also tends to provide high degree of opportunities which eventually leads to film buying, legal, operations, finance, property development, information technology, Human resources, marketing, etc. 
Campbell, Ross. and Thomson, (2017) sought to determine the fact that, atypical employment contract tends to offer high degree of flexibility to the workers. It is considered to be very useful in the management of the fluctuations for the large degree of the products and services. High degree of social protection is considered to be as one of the most effective advantage associated with the atypical employment contract. There is a high degree of benefits which is largely associated with the development of the diverse workforce within the organization. There are various sets of inclusions which is mainly linked with the high degree of benefit to both the employer and employee of the organization. It also tends to offer high degree of social benefits associated with the increased earning, high degree of employment status, greater diversity, effective work pay approach, collective bargaining, strict entitlement rules and high degree of emergent focus on the atypical workers in turn adds to various social benefit to the workers. 
CONCLUSION
From the study it has been understood that, atypical contracts tend to comprise of various other types of contracts which includes fixed term, part time, casual, temporary and seasonal. All these in turn have largely become one of the most established features of the European labour market which in turn accounts for 25% of the total workforce. It has been concluded that, flexibility of the individuals can be only one-sided which is also considered to be one of the biggest disadvantages associated with the atypical working practices as well as preventing many employees from claiming unemployment benefits even if given no work for a period of time. The major benefit associated with the atypical contract is that it helps the workers and employers in managing the work with other life commitments and employers can have a large workforce whenever they require it and not have to provide work and payment when there is no work to be done.
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