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Introduction 

The term managing people means listing to employee’s weather it is related to the ideas, concern, overall feeling and taking it on boards. The development of the management skills which is the important part for demonstrating the potential in the workplace and helping the team in the successful achievement of the goals. The Human resource is needed to make sure that everyone on the project is needed to work well as the team and the efficient achievement of the task. This includes the techniques which is helpful in the improvement of the management technique. This report includes the information related to the Fire and rehire tactics, Legal implications of changing conceptual employment terms, impact of changes on employee engagement and the issues related to this.

FIRE AND REHIRE TACTICS
When a staff member is discharged and before rehired under new environments, this practice is referred to as "fire and give back responsibility. The new environments are usually less favourable for the representative than those under their earlier agreement between an employer and employee. Fire and rehire is not a new tactic, and as long as it is attended correctly, it is permissible. The process is dangerous and disputing since, private position, all change results in workers being in a poor situation (Shalchi, 2021). Employers that be going to change the agreements of their agents' contracts but were not able commotion so by agreement repeatedly use arousing and rehiring. 
The organization British gas has been decided to adopt the fire and rehire strategy. The method of firing and rehiring is previously owned, and because it is handled correctly, it is satisfactory. The process is dangerous and contentious because each change puts workers in a difficult position, however their private standing. Employers that desired to modify the conditions of their powers' contracts but couldn't cause a stir commonly give back responsibility their powers (Soares, and Mosquera, 2019). Denial and re-escorting concerning this practise as recognised or recognized at another ending or position. When an organization British gas has fires an worker and before offers to give back responsibility them on new environments, this is popular as the practise of dismissal and re-engagement. Usually, the firm will be better off under the new environments (Bernstein, 2022). The plan is usually used when it has not happened likely for the manufacturer to change the agreements of the contract by agreement. The act in and essentially is not banned. The organization maybe disputed for unfair release, however, as it does contain a release. The organization British gas will again be constitutionally required to conduct composite repetition discussions if skilled are enough laborers engaged. 
The act in and of itself is not illegal. The company British gas might be challenged for unfair dismissal, nevertheless, as it does include a dismissal. If there are enough affected workers, the employer will also be required by law to conduct collective redundancy discussions beforehand. The employment contract is the primary legal structure for the relationship between an employer and an employee. The employer may attempt to change the terms and circumstances of the employment contract in a variety of ways (Lansley, 2021). There may be a provision in certain contracts that permits an employer to unilaterally change certain provisions. If there is no such provision, the employer may change the terms of the agreement with the employee's assent or, in the case of collective agreements, the consent of a union. Employers the one want to maintain as many workers as possible while cutting expenses manage think about changeful the environments of their employees' recruitment, such as contractual entitlements or active hours (Tiemeyer, 2021). However, if the impacted employees do not consent to the modifications, this can result in self-esteem and performance problems as well as permissible responsibility. 
The legal consequences of the fire and rehire techniques has the ethical and more judgmental employer of the organization British gas. Employers who perform to priorities profit over employees are despised by consumers. This grant permission dangerously harms the fame of the organization British gas, from which they would find it demanding to restore, amounting to the strain on expenses (Shackleton, 2022). The allowable risk, reputational fallout, and harm to laborer self-esteem and wellbeing are all reasons why exciting and rehiring is frequently considered as a last choice, particularly if the process has existed controlled insensitively. 
The employers will set out the rational requirement of the change and inform employees related to the proposed changes in detail and obtain the consent with the consolations, this is the process which is needed to consider in the various ways for the organization which is cost saving for the organization. The employer is not able to get the volunteer agreement with their employees to extend the consultation of the employees who were needed to protect its job from redundancy (Freyssinet, 2022). The fire and rehire is extended consultation which makes the result clear for non-compliance employees who were not agreed for the employment terminated and offer the new contract with new and revised terms of the organization British Gas.  

If an employer and employee are unable to agree on contract revisions, the employer might decide to dismiss the employee and give back responsibility them by giving the proper notice, and then offer to give back responsibility them on new agreements. Although it is not criminal to fire and hire repeated, as was earlier registered, employers must allow for possibility the different legislative rights presented to attendants. Beyond the consent of the other party, a contract of enrollment cannot be unilaterally changed by individual of the bodies (Nolan, 2021). However, some contracts hold provisions or sections that permit employers to modify or form modifications, usually by providing a distinguishing range before the change takes effect. From an employment allowable position, it would be dangerous would be dangerous from an employment moral position to rely on specific clauses for more fundamental adaptations, including important changes to working hours or compensation (Liu, and Liu, 2019). Even though specific supplying can be beneficial for limited modifications.
The variation or the flexibility is evident for the existing comtrace of employment that may chage for the proportional in the good faith and not outside the clauses. The organization is needed to done the major changes with the consideration of the terms and conditions, variation and flexibility clause which is unlikely enough. The employment tribunals ambiguity is the contract again the seeking party and relay on it (Codd, and Ferguson, 2020). Being able to specify the business’s current financial reports and evidence of the shortfall misrepresentation was facing concurrently with an activity of the fire and rehire process, in addition to some other measures put in place superior to going to exciting and rehiring, may assist if the case results in a usage tribunal claim.  There will be concrete approvals in the code for associations to follow (Kreshpaj, Orellana, Burström, Davis, Hemmingsson, et.al 2020). The rule will be taken into concern by a court or employment tribunal when determining on relevant matters, such as unfair dismissal. If a company in a position place the Law is applicable unreasonably fails to give in, the courts will have the expert to impose an uplift of until 25% of the attendant's payroll. When businesses be going to alter the terms and environments of their employees, they commonly adopt the "fire and rehire" method. This might happen if a firm is struggling for money and needs to make cost cuts to survive (Darke, and Owen, 2022). The government has always resisted attempts by associations to utilise "fire and rehire" strategies, that should only always remember of as a very last option if it is absurd to reach a willing concurrence and revisions to hiring contracts are necessary. Employers must understand that this method raises a meaningful danger of legal action, harm to their brand, and a negative affect agent connection (Fana, Torrejón Pérez, and Fernández-Macías, 2020).
LEGAL IMPLICATIONS OF CHANGING CONCEPTUAL EMPLOYMENT TERMS

The UK employmet law is the collection of law and another legal consideration that governs the relationship between the employer and employees. These changes achieved just affect the workforce that is unemployed. Apart from changing employment contracts and HR procedures, new regulations on statutory holiday pay calculation and continuity of hiring that participate effect in April 2020 likewise require that HR and payment orders take these new necessities into report. It can take a long time to create specific modifications (Correa, 2022). Organizations should start organising their affairs as rapidly as attainable so that confirm that, in the event of an analysis, they have all essential record and payment procedures working. This is causing the management has projected to create centralized enforcement of holiday pay rights (Chen, Lee, and Ahlstrom, 2021). 

Employees have the protection against being fired unfairly on account of the Employment Rights Act of 1996. In the majority of time, so that be fit to file a claim, a labourer must have two years of continuous job accompanying their company. Numerous termination scenarios are automatically ruled unjust. For instance, being discharged for owned by a cause, exercising legal rights, or having an offspring leave-related issue (Trinder, 2022). The Employment Rights Act of 1996's Part 10 lists several of these reasons, although not all of bureaucracy, and participates further depth about each of them in other areas of this report. Depend on the situation the organization is facing the cut in income which may be wishes to do the change in the salaries or working arrangements of the staff. This has been possible to do this with the help of the mutual agreement (Kelly-Lyth, Abraha, and Adams-Prassl, 2022). This includes the problem which has been affected by the employees and opportunity in discussing with the alternative solutions. 
The employer may terminate the original contract with the proper knowledge and the followed the appropriate procedure. The employer was able to offer to offer the new contract of employees and including the revised term. If the employees do not accept the new contract, continuing the preserved employment (Dagilyte, Drydakis, Gillin, Greenfields, Noble, Paraskevopoulou, and Smith, 2022). There was the no breach of the contract which result to taking the appropriate action. If the employees were rejected the new contract, the termination will be regarded as dismissal. The eligible employees were able to claim the unfair dismissal before the employment tribunal and if the employees of the organization believe that dismissal decision not taken in the legally compliant ways (Hur, and Perry, 2020). Those employees with the two ears services and have to receive the redundancy payment. This is also challenging the fairness of the dismissal of the organization British Gas. The employees with less than two years of the services challenge the redundancy if they were believing the dismissal due to which the asserting the statutory rights (Tufan, and Wendt, 2020). 

The employees of the organization British have the rights of not be unfairly selected for the redundancy. The selecting employees for redundancy the employees must able to show that they were using the objective and being applied fairly. The consistently application of all the employees and should be in the appeals procedures (Morsch, van Dijk, and Kodden, 2020). The employees were applying for the voluntary redundancy consulted on the individual basis and advice how to their position is getting affected, how the redundancy will get implemented, if there were any financial incentives for taking and various other relevant information (Davidescu, Apostu, Paul, and Casuneanu, 2020). The employee's job continues if the consent to the new contract. The taking of such action shall not represent a violation of the Agreement. The termination will be viewed as a dismissal if the employee refuses the new contract. If eligible employees feel that the dismissal decision was not made in a legally acceptable manner, they may bring an unfair dismissal claim before an employment tribunal. The Employment Rights Act of 1996 states that employees who select expected laid off freely are treated similarly to those the one has been forced into redundancy. The applicable laws continue to protect those who choose willing redundancy, and they are still entitled to the full statutory and contractual repetition pay (Davis, and Rhodes, 2020). 
The employment right act 1996 provides the employer which cannot be lawful for maing the deduction of pay offs unless entitled to be the contract of the employment, statute or because the employees have the previously consented to the deduction (Mensah, 2019). These restriction does not applied on the certain deduction, including taxes, reimbursing the employees for the expenses and the overpayment, because of the worker participation in the industrial action and the statutory disciplinary proceeding (Baruch, and Rousseau, 2019). The working time has been defined under the regulations that includes the period during the worker is working, at the employer disposal and carrying out the activities and duties or undertaking the certain activity type with the work-related training. The employment contract and the collective agreement with the specify additional type of working for the purpose of the regulations. 
Where an employer has secured a worker's written consent to "opt-out" of the 48 hours weekly working restriction, it does not request. This maybe applicable forever or in the way that a short while. Except that alternatively specified in the agreement, the worker can finish the Agreement by giving not completely seven days' written notice (some alternatively agreed notice ending cannot exceed three months). Employees cannot be penalised or discharged for descending to begin or claim such an opt-out; some such exciting is inherently unjust (Tuzovic, and Kabadayi, 2020). It is not only for the non-employed trained workers that has happened impacted by these changes. 
If employees are need to reorganise the aim and objective of the organization British Gas, the stages filed below are signified to assist you understand the process. The easiest approach to confirm that are in compliance with the regulation is to consult with a business regulation expert early on in the process (Baruch, and Rousseau, 2019). It is recommended to take independent legal help when changing contractual environments and directing a redundancy process because these are difficult legal issues. If the arranging commits mistakes, the hazard of being produced before a utilization tribunal and/or being forced to pay damages (Boeri, Giupponi, Krueger, and Machin, 2020). If the employer has the necessary information and has followed the correct procedures, it may cancel the original contract. The new employment contract, which includes the amended term, was available from the company. If the employees reject the new contract, the employment will be maintained. There was no contract violation that necessitated taking the necessary steps. The termination will be treated as dismissal if the employees refused the new contract (Parker, and Grote, 2022). If the workers of the business feel that the dismissal decision was not made in a legally compliant manner, the qualified employees may bring an unfair dismissal claim before the employment tribunal.
IMPACT OF ANY CHANGES ON EMPLOYEE ENGAGEMENT
Employee engagement refers to one of the most fundamental concepts which describes and explains the nature and the relationships between the organization and the employees in both of the quantitative and qualitative manner (Sun and Bunchapattanasakda, 2019). It is basically considered as the level to the staff has the tendency to invest their emotional and cognitive along with the behavioural energies towards the productive and positive outcomes of the firm. Therefore, the engaged employee has the nature of absorption and enthusiasm of the job task in which they are able to find out the greater sense in exactly what they have to achieve (Nikolova, Schaufeli and Notelaers, 2019). There are many types of changes in the organization which has either the positive or the negative impact on the employee engagement. Some of the changes are mission changes and strategic changes along with the operational changes and technological changes. Change management is basically referred to the collective term for the approaches in order to prepare and support the teams and individuals along with the organizations for implementing the effective and efficient organizational change (Lee, Rocco and Shuck, 2020). It is considered as the systematic approach for dealing with the transformation and transition of the any of the processes or goals or technologies of the organization. Its main purpose is to execute the tactics which relates with the effective change and controlling change along with the adaptation of change as well.
In context of the current scenario, changes are related with the employment contracts where employees need to work longer with the same pay scale as before. Some of the employees have disagreed with this terms and conditions and some have accepted and signed the contract (Kwon and Kim, 2020). This has resulted in the negative employee relations and engagement because large number of employees are reluctant to accept this change but have to acknowledge due to the need of money and lack of jobs in the market place. It is one of the most negative change managements which is suffered by both the company and also as well as the employees as well (Djoemadi, Setiawan and Irawanto, 2019). This problem will highly lead to the employee job dissatisfaction and low productivity among the employees which ultimately results in the poor performance of the organization. The reason being is that employees are considered as one of the greatest assets in the firm and they are needed to be taken care of because company retention in the market place are based on the employee performance and their job satisfaction (Saks, 2019). Therefore, it is highly crucial for the firm manage its changes for the benefits of both the employers and employees of the organization. 
In order to have the positive impact of the change management on the employee engagement, it is significant for the change management to be applied at both of the levels such as organizational and project level as well (Chanana, 2021). It will not only result in the business improvement success but also the encouragement of the comfort of the employees with successful dealing with the change. It has been finding out that the engaged employees are proves to be the more productive and contributes more with the profitability and customer focused nature with a safer and also more likely to maintain retention in the company (Burnett and Lisk, 2019). It is highly important for the company to engage employees in the change management from the firm’s vision while developing strategy and also communicating in a potential manner. There is a positive as well as the negative impact of any of the changes on the employee engagement. The negative impact is due to when company only implements the change for the benefit of the firm but not for the employees (Saks, 2022). The positive impact is due to when company implements the change for the benefits of both of the employees and employers of the firm. 
In the current given scenario, the change which is executed by the organization is the strategic change in which the change management is implemented only for the benefit of the organization (Shrotryia and Dhanda, 2019). This results in the negative impact on the employee engagement. The reason being is that the employees have the greatest motivation in working in the firm is the salary and the growth of salary from time to time. The organization has changed its terms and conditions related to their greatest motivation and therefore, it has impacted negatively in the employee engagement (Li, Sun and Peeters, 2021). Employees are not satisfied with the work they are doing in a particular pay scale for longer time duration, the company can lose its productivity and hence can also faces the losses as well. On the other hand, if the organizations would have been executed the change of terms and conditions from the benefit of the employee side then it can have the positive impact on the employee engagement (Sugianingrat, Widyawati and Sarmawa, 2019). It means that although company cannot increase the salary of the employees by extending their working hours but may provide with the other employee benefits like health benefit and vacations benefit along with the leaves benefits and many more in accordance to the affordability of the company.
Change is something which is ongoing in the organization and its needs is continuous in nature. Although it presents the tricky situation when it has also to manage the employee engagement, but implementing the leadership in the organizational change must be suitable and in appropriate with the employee needs and satisfaction towards the job (Ismail, Iqbal and Nasr, 2019). It is highly imperative to provide the understanding and support because if it is not rendered than it can result in the disengaged employees which leads to the productivity losses. There are certain factors which impacts the employee engagement while managing any type of changes in the company such as job satisfaction and organizational culture along with the work environment and the career development opportunities as well (Duque, Costa and António, 2020). Management and leadership types adopted by the firm also highly impacts the employee engagement. According to the study, it has been analysed that the employees faces or experiences the changes within the organization more than two times a day in their daily routine which results in the chronic stress among them. This is a number which is on an average but if it increases more than four times a day then it can cause the major distress within the firm. It is not good for the employees and also for the employers as well. It is good for the employers when the employees dedicatedly feel invested and motivated towards the company and its change which is considered as the adoption of the new methods within the operations of the firm. This further allows the firm in a smoother transformation for overall increment of the productivity of the company. On the other hand, it is not good for the employers when the employees do not engage or not having any motivation to contribute in the changes of the firm (Dhir and Shukla, 2019). It hinders the smoother transition of the company which also lowers the productivity of the company.
EVALUATES HR INVOLVEMENT IN THIS ISSUE AND TRADITIONAL MODELS OF HRM FOR MANAGING CONTEMPORARY EMPLOYMENT RELATIONS
As businesses work to maintain their position in their marketplaces, managing employee costs is a constant concern. Organizations are examining their working procedures and compensation plans in response to this, putting a focus on effectiveness and efficiency (Farrukh, Sajid and Shahzad, 2020). British Gas is no different. They have been engaged in protracted negotiations with their employees to alter the terms of their employment contracts since mid-2020. The problems and the resolution are discussed in this article.
Boiler engineers and British Gas have been at odds for a while now about changes to their terms and conditions of employment. The GMB trade union supported many strikes by British Gas engineers over the nine-month dispute. The engineers were asked to sign new contracts that called for them to put in more hours without getting paid more (Dinh, 2020). Around 1000 engineers initially resisted the modifications to their employment contracts, so British Gas utilised a "fire and rehire" method to make them choose between adopting the new contractual terms and being fired. Even though many engineers were unhappy, they consented to sign the new employment contracts. However, Centrica, the company that owns British Gas, reported that 500 employees (or 2% of its staff) refused to sign the new employment contracts and were fired as a result.
The current issue is described in the above case scenario has the HR involvement in the major way. The reason being is that the issues is related with the labour contracts and their relations with the company which is considered as one of the most essential job duty of HR (Chaudhary, 2019). HR formulates the labour contracts in such a way so that they can attract more skilled and experienced employees with the industry standard pay scale and other employee benefits. But in the current scenario the labour contract is against of the employees and totally in the favour of employers. HR has the major involvement because they are only accountable to develop such policies within the firm (Arifin, Nirwanto and Manan, 2019). They should make sure that the labour contracts must not only fulfil the needs of the company but also the employees as well because helps in retaining the talented workforce and also supports in reducing the employee turnover in a large manner (Verčič, 2021). HR can rectify such issues by adopting some of the traditional models of human resources management and even the modern frameworks as well in order to manage the contemporary employment relations (Sharma and Kumra, 2020).
Human resource is a person who is responsible on developing and maintaining the relationships with the employees and that is why it has the important role in this issue. In the perspective of human resources, the labour contract should not focus on the longer hours with the same pay scale of employees (Khodakarami and Dirani, 2020). Instead, it must focus on how it is benefitting the firm and the employees in a longer term. It is important for the company to target on the policies which must be in the favour of the employees. Such as the labour contract must also focus on the extra employee benefit which will be getting to employees in the return of signing this contract. This might help the company in retaining the employees in a large number (Chin, Yap Peng Lok and Kee Peng Kong, 2019). Employee benefits are the employee provident fund and employee state insurance scheme along with the statutory leaves and gratuity and also the maternity leave as well. Some of the other common perks for the employee benefits are the vehicle allowances and meal vouchers along with the reimbursement of internet and also the mobile phone charges as well (Nguyen and Nguyen, 2022). All such benefits must be considered by the HR in return of the extension of the working hours with same pay scale in accordance with the affordability of the company (Turner, 2019). Some of the most important benefits which must be considered are the health benefits and retirements along with the workplace flexibility and wellness program as well. 
Talking about the employee relations, there are two main chief function of HR which are important to conduct within the organization. Such as human resources has the ability for the prevention and the resolution of the disputes and problems among with employees and employers management (Setiyani, Djumarno and Nawangsari, 2019). Moreover, they also provides the assistances in the creation and the enforcing of the policies which are consistent and fair for everyone in the firm that leads to positive workplace and culture. The current issue is considered as the modern one because now a days, due to the pandemic company are facing losses and that is why such tough contracts are being formulated. Furthermore, employees are also not getting jobs easily so they have to accept such tough contract for saving themselves as unemployed (Fidyah and Setiawati, 2020). Hence, it is the responsibility of the HR to resolve such modern day problems while using the traditional methods of human resource management. But traditional methods will not prove accurate and perfectly used in resolving such issues because HR professional has the nature of reactive working in the traditional methods and also not focus on educating the employees as they assume that the employees will automatically learn by themselves while performing the job. 
Therefore, there are some of the traditional methods which can help in the current issue and some of the contemporary methods which can contribute as well. The combination of both the methods of HR can help in resolving such problems in an accurate and perfect manner. The focus of modern HRM for HR managers is developing a long-term strategy (Nazir and Islam, 2020). They, for example, consider the long-term goals and projected future growth of the organisation while trying to fill a position. Most tasks are handled differently in contemporary HRM. Today, different technology and software handle the majority of the labor-intensive duties in HRM. To put it briefly, HRM today uses more modern technology (Sandhya and Sulphey, 2020). There are many fewer time-saving tools and solutions available to the HR professional in a traditional HR management position. Instead of instructing staff members on their responsibilities or how to behave in the workplace, HR believes that managers should go over their work with workers and that this will help them learn on the job. They work to resolve employee issues, control labour relations, and maintain an atmosphere of overall employee satisfaction (Rodrigues da Costa and Maria Correia Loureiro, 2019). In traditional HR, technology was employed less frequently. They make an effort to address employee concerns, control labour relations, and maintain overall employee satisfaction. The use of technology was less prevalent in conventional HR.
CONCLUSION
It is determined that human resources are necessary to make sure that everyone working on the project works well together as a team and efficiently completes the assignment. This article discusses the legal repercussions of changing conceptual employment conditions, the impact of changes on employee engagement, and related issues. It's not a unique tactic, and as long as it's done right, it's acceptable to fire someone and then hire them again. There are many possible organisational changes that could have a positive or negative impact on employee engagement. To effectively increase employee engagement, change management must be used at the organisational and project levels. HR is most involved because they alone are in charge of establishing these rules within the organisation. In order to keep a capable workforce and dramatically minimise employee turnover, they must make sure that the employment contracts satisfy both the needs of the company and those of the employees. HR can solve these issues by putting into practise both traditional models of human resources management and contemporary frameworks in order to manage current employment interactions. The above report has clearly demonstrated the identification of the role of human resource management in a critical manner in employee recruitment and development along with the engagement within the context of competition and internationalism. Moreover, the above report has also illustrated the development of a critical appreciation of the difficulties associated with the management of complicated and diversified employees for both workforce wellbeing and also the organisational success as well. Furthermore, the report has also reflected the HRM strategies and planning and also the approaches within the labour markets which majorly includes the recruitment and retention along with the turnover and also the dismissal. HRD approaches to workforce development and management of diversity, communication and consultation, employment contracts and employee relations, expansion of proactive HRM tactics for sustainable health, and safety or environmental and wellness problems and hazards, involvement to constant enhancement and the excellence gaining are also contented in the above report.
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