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[bookmark: _Toc39010086]Introduction
There are different types of employment agreements that are made depending on the requirement of the company and also the circumstances. Atypical contracts are employment contracts that are not standardised contracts offering full time employment. They are contracts that offer part time, casual, temporary or seasonal employment. As these types of contracts does not follow the standard format, the employees under atypical contracts receive only the remuneration for his service and does not get other umbrella benefits like medical coverage, retiral benefits and others which is enjoyed by full time employees (De Cuyper and Isaksson, 2017).Moreover it is also different in terms of legal regulations as well as requirements. The following study will discuss the different types of employment contracts that are used in organisations with special reference to atypical contracts. Furthermore, the study will also delve into the benefits and disadvantages that atypical contracts have both on employees as well as employers. In order to understand better atypical contracts would be studied in the context of the healthcare sector of UK. The chosen organisation for the assignment is Care UK.
[bookmark: _Toc39010087]Concept of employment contracts
Employment contract can be defined as an agreement between an employer and the employer made at the time of hiring.  The nature of the business relationship between the employer and the employer can be outlined in the employment contract. Also, the employment contract will outline the amount of compensation the employee will receive against his long term performance in the company (Brodie and Riley, 2019). An employment contract will help the organisation in protecting their tradesecret as it can provide the employees from disclosing the secrets of the company and soliciting the customers. 
An employment contract is a legally enforceable agreement that can also protect the rights of the employees in the workplace.  While recruiting a new employee in the organisation, the employment contract has to be signed and in the tradition and written agreement of employment contract, the start date, salary and benefits of the employee needs to be mentioned. Moreover the contract needs to be included the list of duties that should be performed by the employee in the organisation (Sora et al. 2019).  The confidentiality clause and stipulations for termination as well as the rewards to be provided to the employee are also to be mentioned in the employment contract so that it can protect the right of the employees as well as the organisation. Moreover, a non-competition agreement needs to be included in the contract so that it can ensure that the employee can work according to job role and the organisation can prevent them from losing a good employee.
In terms of compensation, stipulation and termination as well, the clauses of the organisation are needed to be mentioned in the employment contract.  Employment stipulation can ensure that the employee cannot work for similar or competitor organisation at the same time.  Therefore it will help the employees to secure their rights and the compensation should also be mentioned so that they cannot be exploited during termination.
[bookmark: _Toc39010088]Atypical employment contracts
According to Datta et al., (2019), as employment involves an agreement between the employee and the employer, it is necessary that there is a written commitment of the terms and conditions between the two as per the law. Thus, employers issue contracts that states the terms and conditions of the employment as well as the rights and obligations of the both the employer and employee. Such contracts usually follow certain standards that are laid down by the labour laws of the country. Atypical employment contracts are such contracts that do not conform to the standard of a typical model of full time, regular employment with a particular employer over a long period of time. They are usually of different types like temporary, casual, seasonal or even part time employment. 
Research shows that usually atypical contracts are non written and the workers that are usually hired through such contracts can be heterogeneous ranging from low skilled workers to highly skilled ones. As these are usually not written contracts, it is obvious that these contracts are not safe and does not offer job security (Elias, 2018). However, due to economic stress in UK consequent to the BREXIT, there has been an increase in the number of such contracts as the corporates are unable to hire the required amount of full time employees that are usually required by them to meet their business goals. Atypical contracts lack the basic rights that are usually a part of every employment agreement and thus also lacks permanence. Moreover, it also endangers the labour market through segmentation. Research also shows that there is also a gender dimension in atypical contracts. Women are more likely to work under atypical contracts on part time basis than men. Furthermore, people with lower education levels and lower age tend to get hired more on atypical contracts. 
[bookmark: _Toc39010089]Benefits of the atypical employment contracts
[bookmark: _Toc39010090]Benefits for employers
The atypical employment contracts have great benefits for the employers, especially for the employers who have to deliver service to their customers for a longer period of time each day, but do not have enough business capital to hire full-time employees for all shifts. For instance, Marica (2018) argued that the major benefit that atypical employment contract grants to the employers is the flexibility in terms of the total working hours for the entire workforce each day. For instance, in case of Care UK, their main service involves delivering care and support to the elderly people, which is certainly a service that have tobecontinued for 24 hours each day. However, if Care UK hires full-time staffs to handle their service throughout the 3 shifts each day, the cost of maintaining such a large and permanent workforce becomes higher.
Thus, hiring employees through part-time contracts allows Care UK to gain enough workforce to handle all services of their organisation throughout the entire day, and at approximately 35.2% less human resource expense.Wysocka (2019) argued that the reason behind this is that the salary, incentives and other facilities provided to part-time employees is much less than the full-time employees. Furthermore, another benefit for the employers to form atypical employment contracts is the relatively less termination period. Unlike full-time employment contracts that requires a time period of 15-30 days, a part-time employment contract can be dissolved almost within the same day. This comes especially handy for Care UK if the selected employee proves to have less efficiency. Furthermore, Care UK also have to provide many on-demand social care services, for which zero-hour contracts become extremely cost efficient.
[bookmark: _Toc39010091]Benefits for employees
The benefits of the employees in the atypical employment contracts are numerous as well. The first and foremost benefit is that the liability of the employeestowards the employer is largely reduced in such contracts. For instance, in case of full-time employees, they are considered as the core of the workforce of the organisation. Thus, responsibility to handle any unprecedented changes mainly fall on their shoulders. However, Torringtonet al. (2014) argued that in case of atypical employment contracts such as part-time contracts, the employees have lesser amount of assigned work per day, thus lessening their total responsibility. In case of care UK, their part-time employees have to work for 3-4 hours per day, and this gives them much greater flexibility in choosing the job they want to do.
On the other hand,Marica (2019) argued that in case of zero-hour contracts, the employees have the absolute freedom for choosing the job activities they want to do. Thus, in case of specialist healthcare experts such as private doctors and nurses, they always form zero-hour contracts with Care UK, as this allows them to freely choose the type and duration of service they can provide at their leisure. This also becomes justified, as the service of specialist doctors are only needed occasionally in Care UK, specifically when an elderly person falls sick. Furthermore, atypical employment contracts also grant a much lower level of legal constraint, which makes it easier for the employees to switch jobs.
[bookmark: _Toc39010092]Disadvantages of the atypical employment contracts
[bookmark: _Toc39010093]Disadvantages for employers
There are several disadvantages for atypical employment contracts in case of the employers. For instance, in most of the atypical employment contracts, the employees are given too much freedom to choose the type of job activities they are to carry out. This makes the easier and more convenient job activities ger crowded by part-time or zero-hour employees, whereas the more difficult and complicated jobs are left alone. Eventually this forces the employers to raise the promised pay and facilities for these complicated and inconvenient jobs, thus resulting in an increase in the overall expense for human resources. Furthermore, Ndzi (2017) argued that in some cases, the more inconvenient jobs may net get completed at all due to the lack of zero-hour or part-time employees will to do it. This can severely hamper the overall business operations of the organisation. In case of Care UK, the tasks such as cleaning up the excretions of the elderly people residing in their social care centres is usually considered as a highly inconvenient job by the zero-hour or part-time employees coming from a middle-level or high-level social background, thus limiting the options for the management of Care UK.
On the other hand, Lab and Wooden (2020) argued that in case of term-time employees, they have the flexibility to choose the timings for their works. This allows them to choose more convenient timings for themselves, such as daytime or evening. On the contrary, it becomes difficult for the employer to get term-time employees to do night-time duties. In case of Care UK, this is an extremely valid disadvantage, as it becomes difficult for the management of Care UK to find term-time employees to stray in their social care facilities at night and take care of the elderly people.
[bookmark: _Toc39010094]Disadvantages for employees
The disadvantages of atypical employment contracts for the employees are also quite significant, and these disadvantages are mainly related to the payroll and facilities of those employees. It is generally seen that a part-time employee gets paid much less than a full-time employee for the same work. Furthermore, De Cuyperand Isaksson (2017) argued that the part-time employees usually get little to no facilities for their job activities, and the zero-hour employees are usually just paid a certain amount as CTC, whereas afterwards those employees have to bear all expenses for doing their job activities, including the purchase of necessary items and travelling in transports. In case of Care UK, the payment of their part-time employees is approximately 65% less than the permanent employees for the same work and the same time duration. On top of that, the part-time employees and zero-hour employees in atypical employment contracts get no food or lodging facilities, which are available for the permanent employees in Care UK.
[bookmark: _Toc39010095]Conclusion
This study helps in understanding the concept of contracts and what are the different types of contracts that are done with regards to employment and also the circumstances under which such contracts are applicable. It further helps in understanding the nature and scope of atypical contracts and how it is beneficial to both the employees and employers with respect to Care, UK. It also helps in identifying the disadvantages that are associated with atypical contracts for both the employees and employees with examples of Care, UK. Thus, it can be concluded that with changing times and circumstances employment terms have also evolved giving rise to atypical contracts which is providing several opportunities across all sectors in terms of employment.
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