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Abstract
The overall integration of the HRM policies selected in the business environment deals with effective mode of substantial mode of analysis based on the selected mode of development in the industrial sector. The implication of the recruitment policies of the labour market in the UK sector helps in determining the overall concept of “fire and rehire” mode of technicalities at a broader concept. The total mode of evaluation made during the progressive mode of report analysis based on the context of the applied theoretical approaches helped in conceiving the certain mode of theories that could help in deliver the best form of human resource department and the necessary mode of functional based agreements in the contextual report. The overall report analysis involves the certain mode of concepts that deals with the issues related to the overall involvement of the HR based policies as per to the context. 

















Table of content
Introduction	4
Reviewing the practice of “fire and rehire” tactics within the UK labour market for the evaluation of approaches	5
Legal implications of changing contractual employment terms	8
The implication that has arisen for avoiding the overall clauses in the future	9
HR Related issues	10
The potential impact of any changes on employee engagement	10
Evaluation of HR involvement in this issue	12
Evaluation of traditional models of HRM and whether they deliver an acceptable framework for handling modern employee relations	14
The Zinger Model of employee engagement theory	16
Conclusion	17
Reference list	18





[bookmark: _Toc123996523]Introduction 
The management of the staff is one of the important and constant factors for the organisation. In terms of that, most organisations now try to adopt that type of change within the organisation by being able to properly manage the cost of the staff and also write them within the organisation for a particular period. For example, there is a case study that has been conducted on British gas which also does not have an exception (Kremen and Merenlender, 2018). According to research, it has been found that in 2020 the appropriate negotiation will be conducted between the employees of the organisation to change the contractual employment terms within the organisation. In terms of that, a dispute has been conducted with the engineers of the organisation over the change. Most of the time it has been found that British gas companies follow the fire and rehire strategy within the organisation in which they are forcing the engineer to accept the change and also full fill the contract. In terms of that, it has been found that most of the engineers signed the contract because they do not want to lose their jobs (Collins, 2022). On the other hand, 500 employees do not accept the new employment rules and that is a job (Shalchi, 2021). In this way, over to this case study this report has been conducted which provides appropriate preparation for the technique of fire and Higher techniques that have been conducted within the UK-level market. On that hand, it is also discussed about the legal implications can create change within the contractual employment terms (Shackleton, 2022). Moreover, it is also discussing the role of the HR manager in discussing this type of issue that has been conducted within the organisation. The potential impact of the change on employee engagement has been discussed and also discussed traditional models of HRM can be capable of managing the overall contemporary climate relationship within the organisation.
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Figure 1: Case of British gas
(Source: Shackleton, 2022) 
[bookmark: _Toc123996524]Reviewing the practice of “fire and rehire” tactics within the UK labour market for the evaluation of approaches
According to the case study of British gas, it is found that the company is engaged in conflict with its boiler engineers. The reason that is stated for the conflict is altercations in the terms and conditions of employment. The quarrel resulted in several strikes by the boiler engineers (Shalchi, 2021). The boiler engineers were compelled to sign new agreements.  The new agreements were not in favour of the engineers as they were required to work overtime without any additional pay.  Due to the same reason, British gas was forced to practice the fire and the rehire strategy (Shackleton, 2022). The British gas company asked the engineer to either accept the new contract or get dismissed. Some of the engineers accepted the contract while others were dismissed. A detailed discussion of the fire and rehire tactics are mentioned above for deep understanding.
The practice of fire and rehire tactics is also referred to as the practice of dismissal and engagement.  It is a common practice within the UK labour market.   According to Bernstein, (2022), the fire and the rehire tactics are generally practised when an organization terminates an employee and the rehiring of the employee takes place upon new terms and conditions.  Within the UK labour market, the new terms are generally more favourable for the organization. The practice of fire and rehire tactics is generally applied when the organisation is not able to change the terms of the contract through agreement.  Moreover, these practices are considered lawful within the UK labour market. If the tactics are applied to several employees, then there are chances, that the employer might have legal duty for undertaking collaborative redundancy talk (Nolan, 2021). If the employer in an organisation is not able to agree with the employee in terms of the contract, then the employer might dismiss the employee.  For the dismissal of the employee, a notice is forwarded to the employee. After the dismissal, the employee may be hired on new terms and conditions. Some specific guidelines need to be followed by organisations within the UK labour market. Firstly, if the employer is planning to follow these tactics, then it is important to consider whether everything possible is done for reaching an agreement. The evaluation of the risk associated with employee engagement as well as the legal actions must be considered beforehand.  Also, it is essential to pursue a fair dismissal strategy. An opportunity must be provided to the employee regarding the plea against the dismissal. The amendments must not be made until the fair dismissal of the employee has taken place and the employee is hired according to the new contract. Three main legal implications are essential in the case of hire and the rehire strategy. Firstly, it is essential to follow secure dismissal. At last, consultation must be done in the case of collective redundancy.
Evaluation of approaches
Considering the present scenario of the UK labour market, it is found that some changes need to be undertaken regarding the fire and the rehire strategy.  These tactics are sometimes regarded as the controversial approach adopted by some organisations. This approach is generally adopted when the organisation is willing to alter the terms and conditions of the employees. During the Covid-19 pandemic, some of the leading organisations like British gas adopted this approach to alter their employees’ terms and conditions (Collins, 2022). This approach became quite popular during the outspread of the pandemic. This is because some of the leading organisations saw a decline in their revenue which forced them to make redundancies for saving costs. Moreover, some organisations also follow this approach for streamlining their workforce during the tough pandemic times (Codd and Ferguson, 2020). Those organisations who are willing to retain Their employees may change the terms of the contract. This approach is not used by those organisations that consider employees an integral part of their organisation. This approach is becoming more popular these days because organisations feel that this approach is useful in dismissing employees. However, the process is not liked by the employees as the terms of the contract are not in their favour.  The employees may feel pressurized for their task completion due to favourable circumstances. They may be required to work overtime without additional pay. The breaching of the contract may result in adverse conditions for the employees.  So, to look after the approach of fire and the rehire strategy the UK Government has asked ACAS. According to the report published by ACAS on 8th June 2021, it is found that due to the ongoing pandemic this approach may become more popular in future (Kelly-Lyth, Abraha and Adams-Prassl, 2022).  The role of ACAS was to find facts related to the hire and rehire approach instead of presenting suggestions to the UK Government regarding the UK labour market. Some outcomes were drawn from the report which focused on the strengthening of talk needs for employers. Also, the report highlighted that the employees must be protected from unfair dismissal along with an assurance of their employment continuity. So, from the overall discussion, it is clear that this approach is risky for organisations as they may face several harmful repercussions regarding the same.  The employees associated with those organisations who follow this approach may claim dishonest discharge. The employees can also blame the organisations for breach of contract.  If high-profile organisations are adopting this practice, then it may cause a loss of reputation. Therefore, organisations need to evaluate this approach in terms of legal and regulatory aspects. The contract must be designed by the organisations in the favour of the employees. If the employees are happy with the organisation, then the organisation can progress. So, organisations need to evaluate the hire and the rehire strategy for implementation.
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Figure 2: Protest against Fire and Rehire tactics
(Source: Codd and Ferguson, 2020)
[bookmark: _Toc123996525]Legal implications of changing contractual employment terms
To discuss the employee-employer relationship within the organisation then it is found and it is free of disputes. In terms of that, it has implied that their allowances of experience can arise in the modern corporate world which is not perfectly working. In terms of that, it has been found that it can be capable of encountering different kinds of employment disputes and also can be capable of the answer over time contacts within the organisational place (Feinstein et al., 2019). In terms of that, it has been found that while conducting different kinds of agreements and contracts there are different kinds of problem areas. This section is used to explore the overall applications that can be creative within the changing of employee contractual employment terms within the organisation. It is also used to explore the different kinds of importance and the different content of the employment agreement and different kinds of clauses that should be considered while conducting the change in the future. 
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Figure 3: Employment Agreement
(Source: Feinstein et al., 2019)
When there's a discussion about the employment agreement it is one of the agreements which can be created between the employer and employee of the organisation which is used to specify the different kinds of terms of employment and contract details. In this way has been found that can be oral as well as applied from the conduct on and also written agreement that is preferred by the law (McDonagh et al., 2021). On the other hand, it has been found at the employment agreement that has been signed by the organisation and the employees can be legally binding to both parties. Items create lots of issues for the employer as well as employees of the organisation if they sign on the legal boundary (Jyoti, 2019). These types of legal bonds can be capable of violating the different kinds of terms and agreements so that they can be legally responsible for their overall action. In this way, the content of employment agreements changes according to the requirements of the business organisation. On the other hand, it has been found that one should take time carefully and also prepare different kinds of agreements so that they can easily minimise the different disputes and also ambiguity in the different relationships. 
[bookmark: _Toc123996526]The implication that has arisen for avoiding the overall clauses in the future
According to the research, it has been found that the clauses that are required should be applied carefully within the organisation. It is important for the organisation as well as to imply that they need to have proper knowledge about the correct parties that are going to conduct the agreement. For example, then there is a discussion about the employees and the subsidiary parent company (Briscese et al., 2020). Then, it has been found that the employee needs to have appropriate knowledge about the employment agreement and they also need to have different kinds of information about the company. The parent company may not be capable of providing appropriate applications to employees of the organisation. Moreover, according to Assaad and El-adaway (2021), it has been found that this is one of the definite terms of employment which properly provide and guarantee to the employees that as they are working for the organisation, they never try to violate the terms and conditions of the organisation and also allow the employee to distance the employee at the end of the period. In this way, it has been found that if any type of employee does not properly want or reform any type of rules and regulation that has been conducted by the organisation then the organisation can be capable to take legal action. 
In this way, it is one of the pressures on the employee to fully follow the different rules and regulations which have already been signed within the contract papers. In terms of that, it has been found that if any type of employee, as well as an employer, do not properly follow the rules and regulations of the contract then these can create legal consequences in case of breaches (Hacker et al., 2020). It is one of the agreements which can create a promise to the act of the print which they have to deal with a different kind of employee-employee relationship and also full fill the legal consequences that have been within that agreement. In terms of that if any type of employer or employee reflects the terms of the agreement then the non-breaching party can be capable of entitling the different kinds of damages and also can be involved in different agreements within the court. The problem areas and remedies depend on the type of agreement and also it is one of the central focuses of the overall beaches (Wang et al., 2019). The breach needs to Imphal the different kinds of failure to payment of salary and also can include a monetary damage Award that should be paid by the employer as employee reimbursement.
[bookmark: _Toc123996527]HR Related issues
Conducting change within the term and conditions of employment is one of the complex areas that can create lots of problems and maintain the balance within the organisational development area. It is the right of the staff and also there is very little understanding available of the issues involved. It has been found that the changing within the term and conditions can create lots of problems in terms of legal terms as well as HR-related terms (Harrison et al., 2019). The changing in terms and conditions also create lots of impact on the organisational development and the human resource processes of the organisation. Instead of employees, the organisation also needs to have a proper action point checklist so that they can be capable of providing appropriate guidance to the employer about the rules and regulations as well as terms and conditions that are applicable within the organisation's development (Davidescu et al., 2020). Any type of employment contract can be worn in different kinds of ways and also should be conducted by mutual agreement. It has been found that this type of valuation is a different kind of breach of contract that also creates lots of problems within the policy and development of the contraction scheme of the organisational work. 
[bookmark: _Toc123996528]The potential impact of any changes on employee engagement 
It is one of the top priorities of the business organisation now. In this way, it has been found that most businesses are not right to enhance the high-performing workforce so that they can easily increase the growth and essential parts of the organisation. On another hand, it has also been found they can be capable of recognising the different high engagement within the organisation that can increase the performance of the organisation (Duggan et al., 2020). By the reduction within the cause and also the hiding processes and their retention of the employee within the competitive talent market. In terms of that, it has been found that if the organisation contracts the organisation's employees it has been found that the employee has been against the overcapacity of the organisation. 
Sometimes it has been found that these types of changes do not create any type of positive impact on the overall engagement of the employee. It has been found that if an employee of the organisation is not satisfied with the work criteria, then they cannot be capable of the company. It is one of the non-beneficial terms for the organisation which decreases the performance of the company within the level of employee engagement within the company (Asplund, 2020). In different companies in which it has been found that the measurement and engagement of the organisation can create lots of financial results within the organisation. Moreover, according to Hacker et al., (2020), it has been found that a group of companies are available which can be capable of high priorities and also conduct a different engagement strategy by ensuring that they can maintain the important priority. Moreover, it also uses different kinds of mattresses which can be arrived at to share the best practices of the organisation and also try to engage the business performance of the company.
Another hand, there is a discussion about employee engagement and the different kinds of practices and changes that have been conducted within the organisation that decrease the performance of the organisation's employees then it has been found that there are some reasons (Ariyani and Hidayati, 2018). When any organisation tries to change different kinds of strategies as well as change different kinds of initiatives within the organisation then lots of changes have occurred within the organisation. Most organisation if it wants to change the terms and condition of the employees and the level then which creates lots of issues for the employees (Sendawula et al., 2018). It has been found that if the organisation does not provide appropriate recognition to the employees of the organisation, then they cannot be capable of increasing themselves and cannot maintain the popular perspective within the company. It can decrease the performance of the organisation and also cannot be capable of maintaining the overall perspective of the organisation. 
Appropriate feedback also plays an important role in the change. While conducting the change within the organisation leader does not take any type of advice or any type of suggestion from the team leader as well as employees of the organisation. In terms of that, it has been found that the employees of the organisation cannot be capable of providing appropriate flexibility within the organisation's work and also cannot properly come to take any type of negative and positive feedback from the employees. It is required that to conduct the change and to adopt the change employers as well as employees of the organisation need to have appropriate skills. Therefore, if the employee of the organisation does not have the appropriate skill, then they cannot be capable to understand the overall requirement of change and they are getting the engagement from the organisational work. Therefore, it is much required to analyse employee engagement and also the change that is going to be conducted within the organisation (Amor, Vázquez and Faíña, 2020). Sometimes it has been also found that the lack of communication also creates lots of issues with employee engagement to conduct the changes within the organisation. Most of the time it is founded on the leader of the organisation not being capable of properly communicating with the organisation's employees about their work. It creates lots of issues for the organisational development process. Most organisations cannot provide appropriate facilities and rewards to the Employees because they can easily change around the change. Therefore, according to the case study, it has been informed that most organisations do not care about their employers and fire them according to their non-usability.
[bookmark: _Toc123996529]Evaluation of HR involvement in this issue
It has been also explored that HR involvement in this issue has been also found within handling the overall contractual situation of the employee as well as the employed. It has been found that the HR manager of the organisation is working as a bridge between the employee and employer of the organisation. Before joining the company, the employee of the organisation first contacts the HR manager of the organisation to discuss the overall job and responsibility of the organisation. At that time it is the responsibility of the HR manager that they have to fully understand and fully provide appropriate terms and conditions that are developed by the organisation as a contract. Moreover, when there is a discussion about the contractual job and then it is also the responsibility of the HR manager that they need to have appropriate knowledge about the change that has been conducted within the rules and regulations as well as terms and conditions of the organisation (Sendawula et al., 2018).
 In terms of that if the HR manager of the organisation does not have appropriate knowledge about the terms and condition that has been changed within the organisation create lots of issues for the employer as well as the employees because both of them does not know about each other and also does not have knowledge what is going on within the interview process is one of those practices is which should be proper and also need to properly verify. Moreover, according to Davidescu et al., (2020), it has been found that most of the HR managers of the organisation cannot fully develop a positive impact on the number of applications for jobs. In terms of that, they also have different kinds of pressure on hiring different candidates. In terms of that, sometimes the HR manager of the organisation does not properly provide the appropriate information about the terms and conditions of the organisation to the employers because they quickly want to raise them. That will create lots of issues for the organisation as well as employees. 
The employees of the organisation are getting distracted as well as engaged from the organisation's workplace because they did not get appropriate information about the rules and regulations that were required within the contract. Sometimes it has been found that major problems have been created due to the lack of knowledge about the contract as well as not having appropriate information about the terms and conditions that are written in the contract while taking the job from the organisation. It also has great legal issues that are the responsibility of the HR manager (Ariyani and Hidayati, 2018). 
On another hand when there is a discussion about the overall employee engagement and the HR processes within the organisation then it has been found that good employee engagement can make people capable of understanding HR if their Holistic view of approach has been adopted within the organisation's work. Natural having a proper view of the employer and employee contract. In this way, an HR manager of the organisation needs to ensure that the employees have the right skills and tools so that they can be capable of boosting their ability and also can be capable of enhancing the production of the organisation (Harrison et al., 2020). On the other hand, it isn't found that the HR manager of the organisation needs to develop the appropriate work perspective. Moreover, according to Hacker et al., (2020), it has been also found that the HR manager of the organisation also plays an important role to deal with the negotiation within the contract and also requires the ability to properly prepare the employee benefit proposal. In terms of that, the HR manager of the organisation also plays an important role in working as an advantage for the employees. The trade-off and different concessions have been also much fruitful negotiations for the HR manager of the organisation. 
[bookmark: _Toc123996530]Evaluation of traditional models of HRM and whether they deliver an acceptable framework for handling modern employee relations
Discussing a different kind of traditional model of HRM within the Marketplace can be capable of providing a liquid Framework for managing the contemporary employment relationship or not. According to the research it has been found that additional human resources management of the organisation reacts to the employees. They always focus on the employees when they are requested and also cause different kinds of problems. The steps of an organisation have different aspects that need to be taken care of. The traditional HR department mainly focuses on the overall labour relationship within the organisation and its management process (Petrou, Demerouti and Schaufeli, 2018). They are trying to solve different kinds of problems and issues that have been conducted for the employees and generally try to keep the staff and the employees happy. In this way, it found that it has the employees but does not provide appropriate information to them. When there is a discussion about the scope of the responsibility of traditional HR then it is found that they are narrowly focusing on different kinds of issues about basic personal management and the different kinds of field labour relationships within the organisation. 
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Figure 4: Traditional HRM
(Source: Petrou, Demerouti and Schaufeli, 2018)
According to the research, it has been found that the goal of the HR manager of the organisation in the traditional time is only taking care of the employees and keeping them happy according to their work. Educate workers and also do not care about the responsibility and how things are going on within the organisation. That is something they always try to assume about the employees picking out the job and forwarding it to the manager of the organisation (Buil, Martínez and Matute, 2019). In this way, proper training and development of the employees are not conducted within the traditional HR department. On the other hand, the manager of the organisation does not care about the skills and aspirations of the workers that they have, they are just focused on the number of staff members within the organisation to fulfil the strategic need of the organisation for the future. 
On the other hand, it hasn't also been found that the traditional environment of the organisation always tries to ignore the potential problems that have been going on within the organisation or by mistake have been conducted by the people. The HR manager always takes steps for the employees and does not have appropriate discipline maintained within the organisation's culture (Malik, 2018). That will create lots of impacts to prevent the different kinds of problems within the development process of the organisation. The manager of the organisation sits and does the same way of hiring every year. It does not need any type of tools and also does not require any type of face of employee change. In this way, it has mounted a constant update that has been not conducted within the traditional HR approach (Kelliher, Richardson and Boiarintseva, 2019). Moreover, according to Connelly et al., (2021), it has been found that they are not capable of providing an appropriate advantage to the organisation because it is not trying to develop their ideas and circumstances to deal with new technology within the organisation. 
In this way, in them, that different kind of innovative method has been implemented within the organisation to deal with the different competition. Therefore, it has been found at nowadays organisations try to convert The traditional approach to the strategic HRM approach by that they can be capable to enhance the innovative methods within the organisation and also deal with the different competitiveness within the organisation. In this way, the approach cannot be capable of providing appropriate employee engagement within the organisation. The time manager of the traditional approach does not have appropriately educated workers and also does not help with the responsibility to assume their managers. In this way, they cannot be capable of properly fully picking up the training for the employees who are getting the job from the organisation (Harney and Collings, 2021). In terms of that after joining the organisation, the employee faces lots of problems to manage different kinds of organisational development processes and also the different payrolls. For example, that additionally HR management always places a job when the organisation requests a role to be filled. on another hand, they are also terminating different kinds of employees according to their use (Lopez-Cabrales and Valle-Cabrera, 2020). They are not responding to questions from the employees that have the benefit and the payroll.
[bookmark: _Toc123996531]The Zinger Model of employee engagement theory
When there is a discussion about this type of model then it has been found that this model has been developed by psychologist David Zinger. It is one of the models which is mainly focusing on leveraging the connection between the different kinds of people so that they can be converted to achieve the best result within the organisation. It is also focusing on the different kinds of strategies in orientation that should be recognised by the employee of the organisation by that they can be capable of filling the key factor behaviour of the organisation and also in the school of genuine happiness (Ramakumar and Priyadarshini, 2021). On the other hand, it has informed that it is mainly considered the different kinds of professional development processes by which they can be available to equal importance within the serving customers. In this way, the overall model is used to store the connection between the employer as well as employees of the organisation. On the other hand, it has been found that this type of model also increases employee engagement as a pyramid of the organisation which includes the bottom row, middle row top row and top of the pyramid (Ghosh and Sourav, 2019). This way, they don't find it can be capable of increasing the particular engagement within the workforce by being capable of the idea of spirituality. By using the scratch spirituality, emotion and mental energy level the company can be developed to enhance the professional relationship and get the proper output from the employees.
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Figure 5: Zinger Model of employee engagement theory
(Source: Ghosh and Sourav, 2019)
[bookmark: _Toc123996532]Conclusion 
For that, most employers of the organisation now try to develop a different kind of contractual publication that can be capable of retaining the employees for a longer period than they want. The contract has been established between the employer and an employee which will provide an appropriate advantage to the organisation's employees as well as the employers of the organisation. In terms of that, it has impounded the organisation and also worked the different kinds of practices by means that they can be capable to enhance the rewards strategy of the organisation and also enhance the efficiency in the effectiveness of the organisation. The most organisation does not want any type of result within the strikes by the British gas engineer contact about the requirement for work within the organisation without any type of additional payment. In terms of that, it has compounded that one thousand employees refuse to agree to the different kinds of changes that have been already conducted with the employment contract of the result. That creates lots of conflicts which are clarified in the above section.
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