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[bookmark: _GoBack]Answer the following questions as you are watching the documentary:

1. What is the USP of Sports Direct according to consumers?



2. How much is founder Mike Ashley worth?



3. When did Sports Direct start to become particularly successful? What did it identify in the market?



4. In what way, was it found Sports Direct misled the public in 2008?




5. Explain the misleading pricing tactic used by Sports Direct when the new Nike trainers arrive in stores?







6. At the warehouse, what did stock already arrive with?




7. How does Sports Direct explain why it’s able to charge such low prices?





8. How much was Sports Direct floated on the stock market for?





9. Why is Mike Ashely a controversial figure?




10. Why are Newcastle United fans unhappy with Mike Ashley?





11. What is the difference between the way Sports Direct claims it treats its employers and the reality?




12. What kind of conditions are the Sports Direct employees working under?




13. List the practices that Sports Direct uses to monitor their employees?



14. How do employees describe the working environment at Sports Direct?





15. What kind of “errors” can you get a strike for?





16. What did the newsletter given to staff say about sick pay?


Did Sports Direct break the law? Explain in the boxes below how they may have potentially broken the following laws….
	Consumer Law







	Employment Law 









Read the article attached – how did Sports Direct get away with treating their employees in this way?
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How Sports Direct Flouts The
Law Without Actually Breaking
It?

131 October 2016
If Sports Direct hoped that the report it commissioned law firm Reynolds Porter Chambertain
(RPC) to put together into s working practcos would appease stakeholders, shareholders, and
MPs, the U.K. leading sports apparel retaller was mistaken.

Published on 6 September and commissioned by the company's board in respons to issues and
allegations raised curing majory owner—and now chief executive—ke Ashley's attendance in
ront of the House of Commons' Business, Innovation and Sils (BIS) Committee on 7 June, the
eview idenified "serious shortcomings” In working practice at Spors Difects warehouse.
operations in Shirebrook, Derbyshire

In particular, FPC said tha the “six trkes” policy, whereby workers were punished for
‘misdemaanurs such as spending 100 long in the oilet, excessive chating, or taking a day off
Sick, shoud be suspended wih immediate effect because it was “a bluntinstumen that eft too
much subjeciviy i the hands of a few The report also recommended that casual retal staff
Should be offered guaranioed hours (a least 12 hours per week) nstead of zero hours™
contracts, and that he HR function should be strengthened and iven greater profile.

Other changes the firm has promised include providing addiional training for warehouse
supenvisors o “ensure fhere should be no cullure of fear’; providing a confiderilal eporting
System for victims of sexual harassment; considering a test scheme transferring 10 agency staff
& monh to Sports Direct; and ensuring tha facily loudspeakers are only used for logistcel
purposes and no to critise stafffor not working hard enough.

“The company has also agreed to appoint a fulk-ime nurss at s Shirebrook warehouse “Wwho Wil
hopefuly be in a position to offer professional advice about when an ambulance is oris net
required.”

A Freedom of Information request by Unite, Biain' largest rades union, o the East Midlands
‘Ambulance Senvice steted that“a total of 110 ambulances or paramedic cars were cispatched to
he Shirebrook warehouse's post code betwaen 1 January 2013 and 19 Apri 2016 with 50 cases.
classified as 3ife-threatening, including chest pain, breathing problams, convalsions,fting, and
Strokes. There were also five cals from women sufforing pregnancy dificuities, includng one
woman who gave birh in the toflt in the warhouse.”

RIPC also said that here should be a policy in place 1o ensure all warehouse staff are paid above.
the National Minimum Wage, and thal the company's failure o do this ws “unaccsptable but
unintentional” which is nof the same as saying it is against the law—an odd omission for & law
firm. However,failure o pay the National Minimum Wage only carries financial penalies, as
‘opposed to a prosscution, because It is a civil offence rather than a criminal one.

In August Urite secured back pay of around £1m (US$1.3m) for thousands of workers at Spors
Direct’s Shirebrook warehouss fof the company’s non-payment of the miimum wage, dating as.
far back as May 2012 in some instances. However, the deal only applies to workers drectly
‘employed by Sports Diract and through employment agency The Best Connection: As many as
1,700 workers supplied through another agoncy, Transiine, may only intiall receive half the
back pay they are owed because of s refusal o honour commtments from when it took over
from Blue Arrow, another agency, two years ago.




image2.png
The publcation o RPC's review had immediate, pofound consequences. On 7 September—a
ay afer the repor was made publo-—mre than hall (53 percent) of the 45 porcnt of
independent Sports Direct sharehalders (Ashiey owns a 55 percent mlory iake) voted against
management and calld foran independent investigaton no how the company teas s
workers, making the Trade Union Share Owrers (TUSO)-backed resoluton the most suppored
on record foran employment related resoluon i the Unied Kingdom, according o the Trades
Union Gongross (TUIC). On 20 Seplomber the company bowed fo sharehalder pressure and
announced tha a furtner independent eview would ake pace.

The APC repor and sharenolder mesting have also led to Ashley moving from the role of deputy
executive chaifman to becorming chief execuive after former GEO Dave Forsey—who is sel fo
appear in court accused of breaching rules on consulting wiorkers and notfying the authorities
ahead oflarge-scale ob losses when firing 200 workers at Sports Direct's USC subsidiary—
unexpectedly qui.

‘Curtent chaiman Keith Hellawelrs fuure also has a question mark hanging over

However, Ashiey's decision 1 take more direct corirol s ot the approach mast investors were
Iooking for, and some experts have crcised the company's pronouncements about s efforts to
improve corporate govermance.

Dr. Shainaz Firiray, assistant professor of Organisation & Human Resource Management at
Wanwick Business School,called the company s decision {0 conduct an independent roviow of
its employment praciices "a rather superfical exorcsse” 0 restore confidence, adding that the
company’s “token gesture” of appointing worker representatives on s board s perhaps an
attompt to make t ook crodible, but il help e ifcther board members are unwlling to listen
‘and address worker concoms.”

But despite the poor working conditions at the company, employment lawyers say that many of
the practices that Sports Direct used n the warehouse aro not lgal. Emma O'Leary, a
consultant &t ELAS Business Support a leading U.K. employment law aduisory sorvico, says that
unloss there are fundamental breaches of health and salety legisiation or a crminal offence has
been comitted then generally, poor employment pracices do not cary prosecufion.” She adds
that “he pracice of having a tannoy (loudspeaker) is not llgal as such bt t can certainly
emountto bulling and harassment.”

It all depends on how employses infsrprot the us of such techniques, and f they aro prepared
to make a complaint” says Zee Hussein, partner and head of corporalo servicss atlaw firm
Simpson Milar. I can be a grey area, and i is ffen notciear cu from a logal standpoint,” h.
adds.

Zero-hours contracis are also ot legal. “The issue with the coniract Sports Dirct used was that
thoy banned omployoes from working anywhers, whilst a the same time offering no guarantee or
any partcular hours or any work atal” says O'Leary.

Homa Wisan, senior associats in the employment practce at aw firm Hodge Jones & Allen,
says that “the govermment had alreadly banned exclusivty clausos n zero-hours contacts, S0
that part of the Sports Direct employee agreements wouid have been voidod. However, the
problom with employment law violations is that i is up o the employee—and not any rogulator—
tomake a complaint. And now that workers must pay a foe o bring a case against an employer
atan Employment Tribunal, the number of Gases being pursued has cropped signifoantly.”

Since July 2013, under government plans to cut court costs, claimants have ha 1o pay Separate
fees 10 ssue their ciaim and have it heard at an employment trbunal. Within a year of introducing
such fees, the number of caims was halved

Thore are two catagories of claim types, as wll as two sefs of fes types: unpaid wages,
redundancy pay, holiday pay, and notce pay aro “Typo A" claims, whie unfai dismissal,
discrimination, and being fired for whistleblowing are classed as “Type B” laims. Both are
Subject 10 an issus fee—which i the fee noeda o bring the case [0 the trbunal—and a hearing
foe, which i the sum a claimant needs 1o pay f the case goes forward.




