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About: UKWA represents the dynamic and essential sector of warehousing and logistics, which contributes 

£185 billion in Gross Value Added (GVA) to the UK economy and has grown over 50% in the past decade to 

meet demand from e-commerce and consumer shifts. It is estimated that around one in ten workers in the 

UK are employed in warehousing or logistics. This growth is only possible with the right policy support to 

overcome industry challenges, especially in the areas of infrastructure, planning, employment and skills 

development. 

Executive Summary: The proposed changes to the application of zero-hours contracts measures to agency 
workers will have a large impact on the warehousing industry, particularly for businesses whose business 

model relies on making decisions on large order volume changes at short notice. The ‘one size fits all’ 
approach proposed in this consultation does not consider the uniquely agile and demand-driven nature of 

the warehousing and logistics industry, and the importance of workforce flexibility in achieving this. Agency 
work is inherently flexible, non-permanent and serves a unique role for individuals and in the UK economy. 

The current proposals overlook the benefits of temporary work and could inadvertently harm the very 
workers and businesses they aim to protect. The Government must also engage directly with the industry to 

ensure that these measures do not disproportionately affect businesses reliant on temporary workers, such 
as those in warehousing and logistics.  

Warehousing and Logistics: The Backbone of the UK’s Economy and Employment 

• Employing over 1.8 million people, warehousing and logistics provide stable, well-paid jobs across 

urban and rural areas, many of which are SMEs that account for 85% of businesses in the sector. 

 
• The pandemic highlighted warehousing and logistics indispensable role in ensuring essential goods 

reached consumers, businesses, and healthcare providers. Investment in the sector is vital to 
maintaining this resilience in future crises. 

Part 1: Right to Guaranteed Hours 

The Offer of Guaranteed Hours 

(Q5) Agency workers should be offered guaranteed hours by the employment agency, and not the end hirer.  

• The consultation document sets out that an agency worker engaged on a ZHC could request a more 
stable contract from either the end hirer or the agency after 12 weeks. The Employment Rights Bill 

provides that this could either be a permanent or a fixed term contract. The nature of agency work 

means that it is impossible for either business to predict and then guarantee hours outside of the 
current work assignment. Imposing a legal obligation on either organisation, therefore, is largely 

redundant. 
 

• The very nature of the warehousing industry is characterised by peaks and troughs in trading and 

customer demand. This is why temporary workers are critical to the industry during times of peak.  
 

• Out of the two options provided, agencies are best placed to know what work they can offer the 

worker, as they work with multiple clients whom the temporary worker can work for.  

 

• Introducing a legal obligation on the end-hirer to offer contracts could have the unintended 

consequence of undermining the principles behind the proposals. Contracts could be arbitrarily 
offered to comply with the provisions with companies then requiring redundancies as a consequence 

of this due to reductions in work. 
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• Many agency workers do not want permanent work or are only available for a set period, as in the 

case of students working over the summer period. Any change in the current legislation may 
generate an additional layer of administration and costs where a temporary worker must be offered 

permanent work, only to turn it down. 

 

• Consideration should be given to extend the period after which guaranteed hours must be offered 

to 9, or 12 months. This would allow for seasonal peaks and troughs to even out, providing a more 
accurate representation of average hours worked. The proposed 12-week period could be skewed 

during times of peak demand or slowdown.  
 

• Additionally, this would remove certain elements of the employers right to choose. Some employers 

may use agency workers during a busy period that demonstrate adequate levels of performance, 
sufficient to meet short-term need. However, this does not mean that the same agency worker 

would be selected for a permanent position that may require a different, or higher, level of 

performance. If employers are forced by this legislation to employ workers they otherwise may not 
have chosen, this may have an impact on company culture, employee relations and overall quality 
of work.   

Transfer Fees to Hiring Companies (‘Temp-to-Perm’) 

(Q6) End hirers should not be required by law to pay a transfer fee or use an extended hire period if they 
are required to offer guaranteed hours to an agency worker. 

• Agency work is inherently temporary in nature as is agency worker assignments. Where assignments 

go beyond their expected duration and there is a long-term need for work, there are mechanisms 
in place for agency workers to transition to permanent contracts with a hirer through the temp to 

perm clauses in contracts and transfer fees which the Conduct Regulations provide for. 

 

• This relationship should continue to function externally of additional legislation which may only 

complicate the relationship between the end-hirer and the agency. The agreement of whether a 

temp-to-perm fee is paid should remain with the end-hirer and agency, negotiated via contractual 
agreements on a case-by-case basis, reflecting the agile nature of the sector. 

Part 2: Reasonable Notice of Shifts and Payment for Shifts Cancelled or Curtailed at Short Notice 

Reasonable Notice of Shifts 

(Q8) The responsibility for providing an agency worker with reasonable notice of shifts should rest with both 
the employment agency and the end hirer.  

• The mechanism through which this responsibility is identified must be rigorous, evidence-based and 
created in consultation with industry. 

 

• The financial cost of administering this process, both for businesses in evidence and record keeping, 

but also for government in funding of employment tribunals, must also be recognised.  

 

• In the UK, Employment Tribunals are already working over capacity with backlogs and a spike in 

claims following the repeal of Employment Tribunal Fees in 2017 and the Covid-19 pandemic.  In 
the year 2023/24 the total number of Employment Tribunal claims increased from 86,000 in 

2022/2023 to 97,000, an increase of nearly 13%. Widening the scope of complaints that are within 
the Employment Tribunal's jurisdiction will only exacerbate this issue. 
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Short Notice Cancellation and Curtailment of Shifts 

Warehousing and logistics businesses should be made exempt from any legislative changes to mandate 
payment upon the short notice cancellation of shifts.  

• As covered above, the warehousing and broader logistics sector operates on a demand-led basis, 

making forward planning, to the extent identified in this consultation, very difficult. There are 
naturally busy periods, for example the festive period, that can be planned for. Yet there are also 

reactive periods during which demand fluctuates unexpectedly, and shifts can be cancelled or 
curtailed at short notice. 

 

• In many cases, shifts may be offered at short notice because another worker has cancelled or pulled 
out of the shift. In this scenario being required to offer reasonable notice to a replacement worker 

is impossible, as the business and agency have not been provided with reasonable notice 
themselves. Being required to pay compensation for a situation created a third party would be 

unreasonable. 

 

• The industry operates on thin margins, and requiring businesses by law to pay workers upon the 
cancellation of shifts would be a huge blow for an industry so foundational to the UK’s growth 
mission.  

However, there are pre-existing mechanisms and sector norms outside of government legislation that 
mitigate the impact short notice cancellations.  

• Many agencies have a minimum charge per booking – e.g. 4 hours. This is the minimum number of 

hours the worker would be paid for, should their agreed shift be cancelled or curtailed.  
 

• This is built-in to relationships between agencies and employers and provides a certain level of 

security for the temporary worker without the proposed financial burden placed upon businesses to 
pay for all cancelled shifts.  

 

• These are industry norms and are baked into most contracts between end-hirers and agencies. 
Adding an additional layer of bureaucracy to this relationship will only increase administrative and 
financial burden.  

(Q9) Legislation should not prescribe how the end hirer should notify agencies that they have a shift available 
or when this is deemed to be received.  

• As covered above, the warehousing and logistics sector is flexible, reactive, and sensitive to demand. 

The existing relationships between end-hirers and agencies, as well as the development of online 
shift-management tools, ensure that the process of notification occurs efficiently, without the need 
for additional government legislation.  

Contact 

Email: policy@ukwa.org.uk  
Website: www.ukwa.org.uk  
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