
 
 

ACS Submission: Increasing Transparency in the UK Labour Market 
 
ACS (the Association of Convenience Stores) welcomes the opportunity to respond to the 

Department for Business, Energy and Industrial Strategy’s consultation on the Taylor Review 

of Modern Working Practices recommendations on increasing transparency in the UK labour 

market. ACS represents over 33,500 local shops and petrol forecourt sites including Co-op, 

BP, McColls and thousands of independent retailers, many of which trade under brands 

such as Spar, Budgens and Bestway. Further information about ACS is available at Annex 

A.  

 

There are almost 50,000 convenience stores in mainland UK, employing 370,000 people. 

Employment in the sector is predominantly part-time with two-thirds (64%) working fewer 

than 30 hours per week and two-thirds (66%) of convenience sector colleagues are female. 

The sector employs people from a range of backgrounds, with 20% of colleagues aged 

under 25 and 13% over 60 years old1. Staff turnover in the sector is relatively low, with 44% 

working in their job at a convenience store for over 5 years2.  

 

Flexibility of employment Is important to people working in local shops, as 70% of colleagues 

have commitments which impact the working hours they can undertake, such as childcare, 

studying or volunteering. Convenience stores provide local employment with 55% of 

colleagues walking to work, an average travel time to work of 13 minutes and daily travel 

cost of only £1.63. ACS’ Colleague Survey 2018 shows that three-quarters (73%) of 

colleagues are satisfied with their job and over three-quarters (76%) rate on the job training, 

considered the most valuable staff benefit, as ‘very good’ or ‘fairly good’.3    

 

The introduction of the National Living Wage and other non-wage employment costs has in 

part delivered a 9% drop in employment numbers in the sector, from 407,000 in 2015 to 

370,000 in 20174. Retailers responded to the £7.50 rate by reducing working hours in the 

business (78%), reducing the profitability of their business (78%) and working more hours in 

the business themselves (65%)5. 48% have reduced their staff numbers and one-in-three 

(36%) have also reduced staff benefits in the business6.  

 

Rising employment costs have caused retailers to focus on making savings elsewhere in the 

business and improving productivity. 87%7 of retailers report they have not experienced 

reduced staff turnover, reduced absenteeism or increased productivity since the National 
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Living Wage was introduced, although half (49%8) of colleagues report they have been given 

more work to do in the same amount of time. Work in convenience stores is valued by 

colleagues, with 30% seeing themselves in a similar role with their current employer in five 

years’ time and 38% believing they will be in a more senior role with their current employer9. 

 
Executive Summary  
 

- The introduction of day one Written Statements could prolong the recruitment period, 
depending on the extent of the information required. Day one Witten Statements will 
also increase administrative burdens on convenience stores, affecting retailers 
without central HR functions the most.  
 

- We recommend BEIS consider a two-stage Written Statement process where initial 
core rights are outlined to the employee on day one of their employment and more 
details are given at a later date in staff handbooks or by other means.  

 
- The calculation of holiday entitlement over a 52 week pay reference period does not 

pose significant challenges to convenience retailers and could be beneficial to 
businesses in seasonal locations where paid working hours can fluctuate 
significantly.  

 
- The use of Zero Hour Contracts in the convenience sector is limited, so the 

introduction of the right to request a more stable contract after 12 months will have 
limited impact on convenience retailers. Employers should retain the right to refuse a 
request for a more stable contract.   

 
Section A – Written Statements  
 
Question 1 to 5  
 
From consultation with our members we understand that Written Statements are routinely 
issued to employees within the first month of their employment in the business.  Members 
have informed us that the timeframes for issuing Written Statements can vary from the first 
day all the way up to the eight-week deadline depending on the circumstances. 
 
The speed at which Written Statements are issued depends on a number of factors, for 
example the  job role and HR procedures within the business. Many large convenience 
retailers will have central HR functions or IT systems that have stock contracts for customer 
assistant roles. These businesses are likely to issue Written Statements on the first day or 
first week of employment. Where independent retailers are issuing Written Statements and 
other information to their staff the time periods are likely to be extended, in some 
circumstances using the full eight-week period. 
 
Providing a Written Statement on day one of employment will present challenges to all 
retailers in our sector, but it will affect small retailers that do not have central HR functions 
the most. ACS members have indicated that a requirement to provide day one Written 
Statements would be likely to extend the recruitment process and delay start dates. We 
recommend BEIS considers a two-stage Written Statement process whereby initial core 
rights are outlined to employees on day one of their employment and more details are given 
at a later date. We have answered the relevant consultation questions in Section A. 
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Question 10 -The following items are currently prescribed contents of a principal 

written statement. Do you think they are helpful in setting out employment 

particulars? (The business’s name, The employee’s name, job title or a description of 

work and start date, If a previous job counts towards a period of continuous 

employment, the date that period started, How much, and how often, an employee will 

get paid, Hours of work, Holiday entitlement, Where an employee will be working and 

whether they might have to relocate, If an employee works in different places, where 

these will be and what the employer’s address is.) 

We support the existing prescribed content of Written Statements. Retailers are currently 
able to provide the information prescribed in principle statements within the eight-week 
period. Some retailers have highlighted that there are sometimes requirements on staff to 
work in different stores depending on fluctuations in trade and it is not feasible to list all sites 
within the employment contract. Instead retailers currently state that employees may 
occasionally be required to work in other locations. Therefore, point H about different 
locations for work could prove challenging for some retailers. BEIS should consider what 
guidance it could issue to retailers about information they may be required to give to 
employees about alternative locations of work.  
 
Question 11– Do you agree that the following additional items should be included on 

a principal written statement:  

We agree that the additional options set out in Question 11 should be provided to staff, but 
we do not believe it would be feasible for this to be included in a principle statement issued 
on day one of employment without causing delays in the recruitment process. The more 
information required in a Written Statement the more onerous it is for the employer to 
produce in a timely manner. Retailers have also highlighted that delays issuing Written 
Statements can also be caused by the time it can take employees to provide documentation 
to prove their identity.  
 
We believe the information set out in Question 11 should be subject to an extended time 
period and not issued on day one of an employee’s start date.  
 
Question 12 -To what extent do you agree that the principal written statement should 

be provided on (or before) the individual’s start date?  

We believe that it would be possible for retailers to provide a principle Written Statement with 

information set in out Question 10 on day one of employment. However, this requires 

retailers to review their existing procedures and processes and will disproportionately impact 

the smallest retailers without a central HR function. 

Question 13: To what extent do you agree that other parts of the written statement 

should be provided within two months of their start date?  

We believe that it will be challenging for employers, especially the smallest retailers in our 
sector, to provide day one Written Statements containing all the information in Question 10 
and 11 to employees.  It is likely that this requirement would slow the recruitment process 
down, as retailers will need to ensure they have the correct details set out in the statement. 
 
We believe that it would be valuable to have a two stage Written Statement process with 
core information offered on the commencement date for employment (as set out in Question 
10) and further information (as set in Question 11) provided within a two-month period.  
 



Section C – Holiday Pay  
 
We have no evidence to suggest that there have been non-compliance issues within the 
convenience sector on issuing holiday entitlement to employees. We would urge the 
Government to consider using the existing communication channels it has for informing 
employees about changes to the National Living Wage rates to also include holiday 
entitlement rights.   
 
Question 27: Do you agree that government should take action to change the length 
of the holiday pay reference period?  
 
As highlighted in the consultation document, employment patterns in the retail sector can 
fluctuate across different seasons, such as Christmas. In the convenience sector the 
fluctuations are even more variable, trading patterns are influenced by weather or national 
sporting events. Therefore, a move to a 52-week payment period could be beneficial for 
employers when calculating holiday pay as it will level out spikes in increased hours for staff 
at busy times of the year.  
  
Section D – Right to Request  
 
Question 31: Do you agree that we should introduce a Right to Request a more stable 

contract? 

There is very limited use of zero-hour contracts in the convenience sector, therefore a right 
to request an employment contract with more stable working hours would have a limited 
impact in the convenience sector. Where employees are working on temporary contracts in 
the convenience sector this is predominately for maternity or holiday cover.  Therefore, the 
employee is unlikely to be working for 12 months.     
 
As with the right to request the flexible working, we support the right of an employer to refuse 
a request if the business cannot sustain this. Convenience stores on average are open 14.4 
hours on weekdays10 but there are still a finite number of hours available within the business 
for staff to work. Therefore, if a right to request a more stable contract is introduced 
employers need the right to decline the request for relevant business reasons.  
 
For more information on this submission, please contact Steve Dowling, ACS Public 

Affairs Executive, via steve.dowling@acs.org.uk or 01252 533009. 
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