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[bookmark: _Toc134782264]1. INTRODUCTION
To maintain a competitive edge in the current business environment, effective people management is essential. As organizations endeavor to optimize their performance, they must maintain financial viability by focusing on staff cost management. The cost of labor can be a significant expense for businesses, and managing these costs without sacrificing quality is an ongoing challenge. As a result, organizations are reevaluating their working procedures and compensation plans to ensure that they are both efficient and effective.
Companies must prioritize the development of a well-managed and motivated workforce in order to remain competitive. A comprehensive approach to managing people, including effective recruitment, performance management, and reward systems, is required to achieve this objective. Maintaining a competitive advantage on the market also necessitates effective management of personnel costs. This assignment will examine the difficulties associated with managing people, specifically managing staff costs. It will investigate various strategies for optimizing staff costs while maintaining a motivated and engaged workforce, as well as the significance of effective workforce management. This assignment will demonstrate the significance of effective people management to the success of an organization (Armstrong & Taylor, 2023).
According to (Cardona & Rey, 2022), in addition to managing personnel costs, organizations must consider the impact of evolving technologies and work practices on their workforce. Technology advancements are disrupting traditional work practices and transforming the required skills and knowledge for employees. To remain competitive, organizations must effectively manage these changes by investing in training and development programs that improve the workforce's skills. Additionally, they must provide a work environment that encourages creativity and collaboration. This assignment will investigate how organizations can adapt to evolving technologies and work practices while managing staff costs effectively. It will emphasize the significance of fostering a culture of continuous learning and development to maintain a market advantage. This assignment will provide insight into the challenges of managing people and provide organizations with practical solutions to help them flourish in today's swiftly changing business environment.



[bookmark: _Toc134782265]2. THE OVERVIEW OF UK LABOR MARKET
The British labor market is one of the world's largest and most diverse. It is characterized by a flexible and adaptable labor force that is continuously evolving to satisfy the requirements of employers in all economic sectors. The British labor market is governed by a combination of legal and regulatory frameworks that strive to strike a balance between worker and employer rights. In recent years, the labor market in the United Kingdom has undergone significant changes, including a transition towards a service-based economy and a rise in non-standard forms of employment, such as temporary and zero-hours contracts. In addition, the impact of Brexit has created uncertainty regarding the availability of labor from EU member states, resulting in fears of potential talent shortages in certain industries. Additionally, the British labor market is marked by substantial regional disparities, with some regions experiencing higher unemployment rates and lower wages than others. There are continuous efforts to resolve these disparities through economic growth and infrastructure investment promoting policies. Overall, the labor market in the United Kingdom is characterized by a dynamic and diversified workforce that is constantly transforming in response to shifting economic and societal conditions (Pizzinelli & Shibata, 2023). Despite the associated challenges and uncertainties, there are opportunities for innovation and growth for both employers and employees.
[bookmark: _Toc134782266]2.1. The Fire and Rehire Tactics within UK Labor Market
In the United Kingdom, fire and rehire is typical practice, especially in low-paying sectors like retail, hospitality, and manufacturing. In essence, this strategy entails laying off workers before giving them new contracts with altered terms and conditions, often including lower salary and less benefits.
While defending their actions, many companies say that they need to do this to remain competitive in the face of tough economic times and stiffer competition. They could claim, for instance, that labor costs are too high, or that adjustments must be made to working hours or conditions to accommodate growing demand from consumers. "Fire and rehire" strategies have been called exploitative and unfair, especially towards low-wage workers who are more likely to be in a vulnerable position and have less bargaining power. They claim that this practice creates an unbalanced power dynamic between employers and employees and thus undermines workers' rights and job security (Rolf, O'Reilly, & Meryon, 2022).
According to (Giabelli, Malandri, Mercorio, & Mezzanzanica, 2022), advocates for workers' rights in the United Kingdom have been lobbying for years to outlaw the practice of fire and rehire. They claim these behaviors undermine trust between employers and employees and amount to bullying and intimidation. Workers' ability to save for and commit to long-term goals like homeownership and family formation is hampered, they say. The British government has responded to these concerns by announcing a review of employment practices and an expansion of worker protections. This includes dealing with issues like zero-hours contracts and the gig economy, as well as the common practice of firing and rehiring. In the UK labor market as a whole, fire and rehire strategies continue to be a contentious topic of debate. Some businesses justify it as a means to increase productivity, but critics call it exploitative and unfair. This issue will likely continue to be debated and discussed for some time to come, as the UK government reviews employment practices and considers potential reforms. Table 2.1 shows the reasons for the increased fire and rehire conditions in UK labor market.
  
Table 2.1 The reasons for the fire and rehire tactics (Created by author)
	Reasons
	Inference

	Cost savings
	One of the primary reasons employers employ this strategy is to lower labor costs. Employers can reduce labor costs by terminating employees and offering them new contracts with lower pay and fewer benefits (Gokan, Kichko, Matheson, & Thisse, 2022).

	Restructuring
	Employers may use "fire and rehire" tactics as part of a larger restructuring effort. For example, if a company is merging with another company or downsizing, it may need to make changes to its workforce and employment contracts.

	Improving competitiveness
	It's possible that businesses will utilize this strategy to get an edge in the labor market. They might, for instance, decrease prices or put more money into R&D if they had a smaller payroll.

	Changing working conditions
	Employers may employ this strategy to modify working hours or conditions in order to better satisfy the requirements of the business. For instance, if there is a change in consumer demand, they may need to modify their hours or schedules.

	Reducing overstaffing
	Employers may also employ "firing and rehiring" strategies to reduce overstaffing and streamline the workforce. This can help increase productivity and efficiency, and may also make the business more appealing to potential investors.



From the studies of  (Onaran, Oyvat, & Fotopoulou, 2022), although these may be valid justifications for employing terminate and rehire strategies, they have been criticized for being unjust and exploitative to workers. According to critics, this practice undermines employment security and erodes employer-employee trust. In response, there have been pleas for the government of the United Kingdom to prohibit this practice and strengthen worker protections.
[bookmark: _Toc134782267]2.1.1. The Human Resource Management of UK Labor Market
Human resource management is essential for employee retention because it is responsible for developing and implementing strategies and policies that seek to attract, develop, and retain talent within the organization. Human Resource Management is accountable for ensuring that employees are engaged, motivated, and feel valued within an organization. This can be accomplished by implementing retention strategies, such as providing competitive compensation and benefit packages, career development opportunities, flexible work arrangements, and promoting employee engagement and well-being. Effective HRM practices can lead to greater employee satisfaction, which in turn can result in lower attrition rates, enhanced productivity, and overall business success (Reisenbichler & Wiedemann, 2022).
HRM Strategies for Firing and Rehiring 
According to (Khan, Korac‐Kakabadse, Skouloudis, & Dimopoulos, 2019), HRM strategies for the UK labor market must take into account the unique labor laws and regulations in the country. Here's a description of some of the most common HRM strategies for recruitment, retention, turnover, and dismissal in the UK:
· Recruitment: UK organizations use a range of recruitment strategies, including job advertising, recruitment agencies, social media, and employee referrals. Employers are required to follow strict equality and diversity laws and must ensure that the recruitment process is free from any form of discrimination. Organizations must also comply with GDPR regulations when collecting and processing candidate data.
· Retention: Retention strategies in the UK focus on creating a positive work environment and offering attractive employee benefits. HRM strategies for retention may include offering competitive salaries and benefits packages, flexible work arrangements, career development opportunities, and promoting employee engagement and well-being. UK employers are also required to offer a minimum of 28 days of paid annual leave, including bank holidays.
· [bookmark: _Hlk132224701]Turnover: UK firms must follow tight laws when controlling employee turnover. Exit interviews may help HRM managers understand why workers leave and fix concerns. Redundancies need notice periods and severance compensation (Manning, 2021).
· Dismissal: HRM strategies for managing dismissal in the UK must adhere to employment laws and regulations. Employers must ensure that the reason for dismissal is fair and justifiable, and that the dismissal process is conducted in a fair and respectful manner. Organizations must follow the appropriate procedures, provide notice periods, and offer severance pay where required (Manning, 2021). 
British HR initiatives must follow strict employment laws. UK HRM tactics for recruiting, retention, attrition, and termination include a great work environment, competitive employee benefits, legal compliance, and employee engagement and well-being. The labor market statistics is given in Annex A.
HRM Planning and Approaches for Firing and Rehiring
From the studies of (Brell, Dustmann, & Preston, 2020), HRM planning and approaches for the UK labor market include developing and implementing strategies that are aligned with the organization's objectives and adhere to the country's labor laws and regulations. Figure 2.1 shows the HRM planning and approaches in UK labor market.
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Figure 2.1 HRM planning and approaches in UK labor market (Brell, Dustmann, & Preston, 2020).
HRM planning and approaches for the UK labor market include the creation and implementation of strategies that promote employee engagement, comply with legal requirements, and are aligned with the organization's objectives. Effective HRM planning and approaches for recruitment, retention, turnover, and termination can assist organizations in attracting and retaining talent, reducing turnover rates, and mitigating the negative effects of employee turnover. The PESTLE Analysis of the UK labor market is given in Annex B.
[bookmark: _Toc134782268]2.1.2. Fire and Rehire Approach of Various Organizations
In this section, the fire and rehire approach carried out by three organizations in UK labor market is considered, namely, British Gas, British Airways, and Go North West. It's important to note that the use of "fire and rehire" tactics has been met with criticism and calls for stricter regulations and protection for workers.
British Gas
British Gas, a subsidiary of the Centrica Group, has been heavily criticized for its "terminate and rehire" practices in the United Kingdom labor market. Particularly controversial has been the company's decision to impose new contracts on its engineers in 2021, which led to a dispute and industrial action. One of the primary criticisms of British Gas's "fire and rehire" strategy is that it appears to be motivated primarily by a desire to reduce costs rather than enhance the company's overall performance. The company claimed that the new contracts were required to resolve inefficiencies in its operations and to maintain its market competitiveness. However, this argument was greeted with skepticism by a large number of workers and labor activists who pointed out that British Gas reported profits of over £700 million in 2020 (Nolan, 2021).
From the studies of (Zoghlami, 2021), the lack of transparency and equity in the implementation of British Gas's strategy is an additional issue with its implementation. The workers were given a brief period of time to approve the new contracts, which included substantial alterations to their working conditions and pay. This caused widespread wrath and resentment among employees, many of whom felt they were being treated unjustly.
British Gas's practice of "firing and rehiring" has been heavily criticized, highlighting the need for stricter regulations to protect workers from exploitative practices. British Gas has defended its actions as necessary for the company's survival, but it remains to be seen whether this strategy will ultimately prove long-term effective.

British Airways
From the studies of (Taylor, Moore, & Byford, 2019), British Airways (BA), which is part of the International Airlines Group (IAG), has also faced significant criticism for its use of "fire and rehire" tactics in the UK labor market.
· In 2020, British Airways announced plans to cut over 12,000 jobs due to the impact of the COVID-19 pandemic.
· The remaining employees were asked to accept new contracts with reduced pay and benefits.
· Critics argue that the company should have explored alternative measures, such as reducing executive pay or seeking government support, before resorting to "fire and rehire."
· The approach appears to be driven by short-term financial considerations rather than a long-term strategy for sustainable growth.
· The new contracts imposed by the company included significant changes to working conditions and pay, which many workers felt were unfair and exploitative.
· This led to a prolonged dispute between BA and its employees, including strike action and legal challenges.
· The situation at BA highlights the need for companies to take a more sustainable and ethical approach to workforce management, even in times of economic uncertainty.
· While the company may have achieved short-term cost savings, the long-term impact on employee morale, productivity, and loyalty remains to be seen.
Go North West
Go North West, a bus company operating in Greater Manchester, UK, has recently come under scrutiny for its use of "fire and rehire" techniques on the UK labor market. Figure 2.2 shows the fire and hire tactic undertaken by the firm.
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Figure 2.2 Fire and rehire technique adopted by Go North West (Created by author).
From the studies of (Chun & Park, 2019), while Go North West may have initially attempted to use "fire and rehire" techniques to reduce costs and maintain market competitiveness, the company ultimately faced significant opposition from workers, the union, and the general public. The company's decision to rescind the proposed new contracts and resume negotiations with the union is indicative of a more conciliatory and cooperative approach to workforce management. Uncertain are the long-term effects on the company's reputation and employee relations. Table 2.2 shows the comparative analysis of the three organizations.
                                          
      Table 2.2 Comparative analysis of the three organizations (Created by author).
	Parameter
	British Gas
	British Airways
	Go North West

	Communication
	No communication with employees
	Consulted employees before implementing the tactics
	No communication with union.

	Timing
	When the firm was economically stable
	During Covid Pandemic
	When the firm was economically stable

	Employee reaction
	Faced significant backlash
	Was able to negotiate with the unions
	Faced significant backlash and protests

	Impact on reputation
	Public scrutiny and criticism, with boycotts and negative media coverage.
	Criticism
	Public scrutiny and criticism, with boycotts and negative media coverage.



Go North West encountered substantial resistance and finally decided to engage with the union on a fairer footing, whereas British Gas and British Airways utilized "fire and rehire" strategies to drive through unpopular changes to their staff. This shows that businesses who use "fire and rehire" strategies are taking a risk with their reputation and bottom line, and that a more collaborative and conciliatory strategy may be more viable in the long run.  The evidence-based evaluation of firing and rehiring is shown in Annex C.
[bookmark: _Toc134782269]3. THE LEGAL IMPLICATIONS
According to (Kim, Milliman, & Lucas, 2020), modifying contractual employment provisions can have substantial legal consequences for both the employer and employee. Employment contracts in the United Kingdom are governed by both the provisions of the contract and statutory law, including the Employment Rights Act of 1996 and the Equality Act of 2010.
If an employer wishes to modify the provisions of an employee's contract, he or she must first obtain the employee's consent. If the employee does not concur, the employer may attempt negotiation or use a formal process such as a collective consultation, but they cannot impose the changes without risking a claim for breach of contract or constructive discharge. Even if an employee agrees to the changes, the employer must ensure that the employee is not subjected to discrimination based on a protected characteristic, such as age, race, gender, or disability. Failure to do so may result in a discrimination or harassment claim. Figure 3.1 shows the different legal implications of changing contractual employment terms.
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Figure 3.1 Legal implications of changing contractual employment terms (Kim, Milliman, & Lucas, 2020).

If an employer unilaterally modifies an employee's contract or uses "terminate and rehire" tactics, they may be subject to legal action. This can include claims for contract breach, discrimination, and unjust termination. In addition, if an employee believes they have been treated unjustly, they may seek support from a trade union or other advocacy organization, which can result in negative publicity and reputational harm for the employer.
[bookmark: _Toc134782270]3.1. CIPD's "Fire and Rehire: Guidance for Employees"
According to the CIPD article, fire and rehire tactics involve terminating employees' contracts and then rehiring them on new contracts with different terms and conditions, often to the detriment of the employee. While not illegal in the UK, the use of fire and rehire tactics can be seen as unfair and can damage employee trust and engagement (Boutmaghzoute & Moustaghfir, 2021).
From a legal perspective, employers must ensure that they are not breaching any laws or regulations when using fire and rehire tactics. For example, they must ensure that they are not discriminating against employees on the basis of their age, gender, race, or other protected characteristics. Employers must also follow the correct procedures when terminating contracts and offering new contracts, such as providing adequate notice periods and following consultation procedures (Degbey, Rodgers, Kromah, & Weber, 2021). If employees believe that they have been unfairly dismissed or subjected to detrimental changes to their contracts, they can take legal action against their employer. This may involve making a claim to an employment tribunal, which can award compensation if it finds that the employee has been unfairly treated.
In addition to the legal aspects, the CIPD article also highlights the impact that fire and rehire tactics can have on employee engagement and trust. These tactics can damage employee morale, increase stress and anxiety, and lead to higher turnover rates. Employers should consider alternative approaches to managing workforce changes that do not involve fire and rehire tactics, such as restructuring, redeployment, and retraining (Mahadi, Woo, Baskaran, & Yaakop, 2020).
Overall, employers must consider the legal implications of using fire and rehire tactics and ensure that they are acting in a fair and reasonable manner. They should also consider the impact of these tactics on employee engagement and trust and consider alternative approaches to managing workforce changes.
From the studies of an employer may be in violation of contract if they make modifications to an employee's employment agreement without first obtaining the employee's consent to the changes. Because of this, the worker may decide to file a lawsuit against the company and demand compensation. If the adjustments are unlawful or discriminatory, the company might be sued. Before making any major modifications to an employee's contract, employers should get legal counsel to verify they are in compliance with all applicable employment laws and regulations. On the other side, workers who refuse to accept revisions to their employment contracts may suffer legal consequences. An employer may have grounds for termination if an employee refuses to accept reasonable modifications to the terms of their employment contract, such as modifications to the employee's job description or working hours. A fair and nondiscriminatory termination, however, requires that the employer adhere to certain legal requirements. An employee may have legal recourse against an employer who they think dismissed them for improper or unjust reasons. Employees who are worried about potential modifications to their employment contracts should consult an attorney as soon as possible.
[bookmark: _Toc134782271]4. EMPLOYEE ENGAGEMENT AND AFTEREFFECTS
[bookmark: _Toc134782272]4.1. The Employee Engagement
To completely comprehend the impact of employee engagement, it is helpful to establish a baseline for the topic at hand. Employee engagement is the degree to which employees feel connected to their organization and the tasks they perform. Commitment and motivation are essential components of involvement, and they occur when individuals are matched with the group's values and objectives. Additionally, funding, openness, and effective communication impact how employees feel about their company (Al-Harthy & Yusof, 2022).
[bookmark: _Toc134782273]4.2. Impact of Contractual Changes on Employee Engagement
According to (Freeman, 2022),workers on flexible contracts had lower job satisfaction and were less committed to their employer than those on permanent contracts. This suggests that the use of flexible contracts can have a negative impact on employee engagement. This finding is similar to (Rustiawan, Ausat, Gadzali, Suherlan, & Azzaakiyyah, 2023) study, which found that employees on zero-hours contracts experienced lower job satisfaction and well-being than those on permanent contracts.
The Impact of Flexible Employment Contracts on Employee Attitudes: Evidence from the British Workplace Employment Relations Survey by (Arasanmi & Krishna, 2019), published in the British Journal of Industrial Relations. The study found that workers on flexible contracts, such as zero-hours contracts, had lower job satisfaction and were less likely to feel committed to their employer than those on permanent contracts.
The Impact of Employment Contract Changes on Employee Voice and Exit by (Perkins, Gilmore, Guttormsen, & Taylor, 2022), published in the International Journal of Human Resource Management. The authors found that employees on fixed-term contracts were less likely to raise grievances or use internal dispute resolution procedures than those on permanent contracts. They also found that fixed-term workers were more likely to leave their jobs, which suggests that they may be less engaged than permanent workers.
The Impact of Contractual Changes on Employee Attitudes and Behaviors: Evidence from the United Kingdom by Marianne (Heyns, McCallaghan, & de Wet, 2022), published in the Journal of Industrial Relations. The authors found that employees who experienced a reduction in job security due to contractual changes were more likely to report lower job satisfaction and lower levels of commitment to their employer. They also found that employees who were offered more flexible working arrangements, such as remote working, reported higher levels of job satisfaction and commitment. Table 4.1 shows the comparing and contrasting findings of the literature on how contractual changes have impacted employee engagement in different companies and contexts.
  
 Table 4.1 Impact of contractual changes (Created by author)
	Author(s) and Year
	Type of Contractual Change
	Impact on Employee Engagement

	(Zayed, et al., 2022),
	Flexible contracts (such as zero-hours contracts)
	Lower job satisfaction and less commitment to employer

	(Georgiev, 2022).

	Zero-hours contracts
	Lower job satisfaction and well-being

	(Yu, 2022).

	Reduction in job security
	Lower job satisfaction and less commitment to employer

	(Kaur & Kaur, 2022).

	More flexible working arrangements (such as remote working)
	Higher job satisfaction and commitment

	(Hassan, Jambulingam, Narayan, Alam, & Islam, 2022).

	Fixed-term contracts
	Less likely to raise grievances or use internal dispute resolution procedures; more likely to leave job



The research demonstrates that contractual modifications may significantly affect employee engagement, but the sort of change and circumstances matter. Zero-hours contracts and job insecurity might undermine employee engagement. Remote working may boost employee engagement and happiness. Contractual modifications should be carefully considered before implementation.
[bookmark: _Toc134782274]5. THE HR INVOLVEMENT IN FIRE AND REHIRE
Human Resources (HR) play a crucial role in the issue of altering contractual employment terms and the potential use of "terminate and rehire" practices in the UK labor market. HR is responsible for devising and implementing employment policies and procedures, as well as administering employee relations and engagement (Bogg, 2023).
From the studies of (Bal & Brookes, 2022), when modifying contractual employment terms, HR must collaborate closely with legal counsel to ensure compliance with applicable employment laws and regulations. HR should also inform affected employees of any proposed changes and solicit their feedback and input. HR can increase employee engagement and reduce the risk of negative effects on morale and productivity by involving them in the process. In the case of "terminate and rehire" strategies, human resources must strike a balance between the organization's need to reduce costs and its desire to maintain positive employee relations. Prior to implementing this cost-cutting measure, human resources should investigate alternative options and plainly communicate the decision's rationale to affected employees. In addition, HR should work to mitigate the potential negative effects on employee engagement by providing affected employees with support and resources and maintaining open communication channels.
HR plays a crucial role in managing the legal and ethical considerations associated with changing contractual employment terms and the use of "terminate and rehire" strategies in the UK labor market. Effective HR participation can help to reduce negative effects on employee engagement and preserve positive employee relations. Figure 5.1 shows the steps that can be adopted by the HR in addressing the issue of fire and rehire.
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Figure 5.1 Steps adopted by the HR in addressing the issue of Fire and Rehire (Created by author according to (Bernstein, 2022).

The HR department must ensure that the process of altering employment contracts is fair and transparent, and that the rights and interests of employees are protected. Adopting this procedure can help ensure that the process is effectively managed and that any potential negative effects on employee engagement are mitigated.
[bookmark: _Toc134782275]5.1. The Framework of Existing HRM Model
There is ongoing debate regarding whether traditional models of human resource management provide an adequate framework for administering modern employment relations. Traditional HRM models emphasize the administration of individual personnel and their performance within the organization, often using a command-and-control structure. This approach may not be effective in today's swiftly changing and complex work environment, where employee voice, participation, and adaptability are increasingly valued (Magrizos, Roumpi, & Rizomyliotis, 2023). Table 5.1 shows the application of hard and soft HRM frameworks to provide a more balanced view of HRM's involvement in firing and rehiring. 
       Table 5.1  Application of hard and soft HRM frameworks (Created by author).
	Aspect
	Hard HRM
	Soft HRM

	Approach to employee management
	Focuses on cost reduction, efficiency, and achieving organizational goals through strict policies and procedures (Guo & Hou, 2022)
	Emphasizes treating employees as valuable assets and developing positive relationships between the organization and its employees.

	Prioritization
	Prioritizes organizational goals over employee well-being and engagement (Abu Dalal, Ramoo, Chong, Danaee, & Aljeesh, 2022)
	Prioritizes employee well-being and engagement as a means of achieving organizational goals.

	Use of firing and rehiring tactics
	May be seen as a necessary means of achieving cost savings or efficiency.
	May be viewed as damaging to employee engagement and the employment relationship.

	Implications
	May damage employee trust and commitment, leading to lower morale, higher stress levels, and decreased productivity.
	May improve employee engagement and commitment, leading to higher morale, lower stress levels, and increased productivity.

	Examples of alternative approaches
	Redeployment, retraining, and restructuring (Braganza, Chen, Canhoto, & Sap, 2022)
	Training and development, career development opportunities, and flexible working arrangements.



While hard HRM prioritizes achieving organizational goals through strict policies and procedures and may use firing and rehiring tactics as a means of achieving cost savings and efficiency, soft HRM prioritizes employee well-being and engagement. Soft HRM recognizes the importance of treating employees as valuable assets and developing positive relationships between the organization and its employees, which may lead to increased employee engagement and commitment. Employers must consider the implications of their actions from both perspectives and determine the most appropriate approach for their organization (Manolopoulos, Peitzika, Mamakou, & Myloni, 2022).
Modern employment relations necessitate a more holistic and adaptable approach that considers the requirements and perspectives of multiple stakeholders, such as employees, managers, unions, and external stakeholders. This strategy should emphasize the development of a positive workplace culture, the encouragement of employee engagement and empowerment, and the promotion of organizational agility and creativity. It also necessitates a transition from traditional hierarchical structures to collaborative and decentralized decision-making processes. Traditional HRM models may still be applicable in some situations, but they may not provide an adequate framework for administering modern employment relations. HRM professionals and organizations should be receptive to implementing more flexible and holistic approaches that priorities employee voice, participation, and well-being while ensuring organizational efficacy and competitiveness.
[bookmark: _Toc134782276]6. CONCLUSION
This assignment investigated various aspects of the UK labor market, including HRM strategies for recruitment, retention, attrition, and termination, as well as HRD strategies for employee development and diversity management. It also addressed the controversial practice of "terminate and rehire" tactics as well as the legal and employee engagement implications of modifying contractual employment terms. Additionally, it questioned the suitability of conventional HRM models for administering modern employment relations.
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A. LABOR MARKET STATISTICS
The most recent data on the labor market indicate an increase in employment and a slight decline in economic inactivity. However, vacancies continued to decline and layoffs increased marginally compared to the previous quarter. Real wage growth continues to be negative, despite nominal wage growth remaining robust.
[image: ]
In November 2022-January 2023, 32.84 million persons aged 16+ were employed, and the employment rate for people aged 16-64 was 75.7%, an increase from the previous quarter's rate of 75.5%. The employment rate increased over the past quarter and year, but was still 146,000 below its pre-pandemic peak. The unemployment rate in the United Kingdom was 3.7%, and 1.25 million adults were unemployed. The unemployment rate has increased over the past quarter but decreased over the past year, falling 123,000 below its pre-pandemic levels.
The economic inactivity rate for persons aged 16 to 64 was 21.3%, totaling 8.89million people. The level of inactivity decreased during the quarter and remained consistent with the previous year, but was 412,000 above its pre-pandemic level. There were 94,000 layoffs, a modest increase from the previous quarter.
The number of job openings decreased in the previous quarter and over the course of the year to 1.12 million from December 2022 to February 2023, but remained 328,000 higher than pre-pandemic levels. In the three months preceding January 2023, real average wages decreased by -3.5% excluding bonuses and -4.2% including bonuses.

B. PESTLE ANALYSIS OF UK LABOR MARKET
PESTLE analysis is a framework for evaluating the external factors that influence a specific industry or market. It stands for Political, Economic, Social, Technological, and Legal issues. In the context of the UK labor market, a PESTLE analysis can help to identify the significant determinants of labor market change and how these factors can influence the availability of employment, remuneration, and working conditions.
Political: Government policies, statutes, and regulations are examples of the political factors that influence the UK labor market. For instance, the UK government's immigration, trade, and tax policies can have a significant effect on the labor market. For example, Brexit could result in substantial modifications to immigration policies and labor market regulations. The government's employment and labor rights policies, such as minimum wage laws and work hour regulations, also influence the job market.
Economic: Inflation, economic expansion, and unemployment rates are economic factors that influence the British labor market. Over the years, the United Kingdom has experienced both positive and negative economic growth, which can impact job availability. The unemployment rate can also be affected by economic conditions, labor demand, and labor supply. The cost of living, including accommodation, food, and transportation, also influences the labor market.
Social: Among the social factors influencing the British labor market are demographic and cultural transformations, as well as social attitudes towards work. In recent years, flexible working hours, work-life balance, and diversity and inclusion have become increasingly popular. These social changes can influence the market demand for employment and the categories of positions available.
Technological: Utilization of automation, artificial intelligence, and digital technologies are among the technological factors that impact the British labor market. Technological innovations can both create and eliminate employment, and the rate of innovation can have substantial effects on the labor market. Increasing automation in manufacturing and warehousing, for instance, could reduce the number of low-skilled positions.
Environmental: Employment laws and regulations, health and safety regulations, and discrimination laws are legal factors that impact the British labor market. These laws can have a substantial effect on employees' working conditions and wages. For instance, the 2016 implementation of the National Living Wage had a significant effect on the wages of low-income employees.
Legal: The impact of climate change and the rise of sustainable business practices are among the environmental factors that influence the British labor market. These factors can contribute to the establishment of new employment opportunities in green industries, such as renewable energy and sustainability consulting. Changing weather patterns may also have an effect on the demand for certain occupations, such as construction and agriculture.
Overall, a PESTLE analysis of the UK labor market can help to identify the significant external factors that influence the labor market and provide insight into the opportunities and challenges that these factors may create.
C. EVIDENCED-BASED EVALUATIVE OF FIRE AND REHIRE
The inclusion of particular instances from the United Kingdom would serve to furnish a more comprehensive examination of the consequences of the utilization of firing and rehiring strategies on the level of involvement exhibited by employees, in addition to the lawful and moral ramifications for corporations.
In the United Kingdom, the prominent retail establishment Tesco has recently come under scrutiny for their implementation of termination and subsequent re-employment strategies. As of March 2021, it has been brought to attention that Tesco is contemplating the termination and subsequent rehiring of numerous personnel, resulting in certain individuals experiencing a reduction in remuneration of up to £5,000 annually. The aforementioned action has garnered extensive censure, with a multitude of individuals positing that it is unjust and unscrupulous to subject one's staff to such treatment.


	[bookmark: _Hlk134781877]Aspect
	Tesco
	Aviva
	Heathrow Airport
	Weetabix
	Centrica

	Approach to cost management
	Use of firing and rehiring tactics to manage costs.
	Offering voluntary redundancy packages to manage costs.
	Use of firing and rehiring tactics to impose new contracts on employees.
	Use of voluntary redundancies to manage costs.
	Use of firing and rehiring tactics to impose new contracts on employees.

	Impact on employee engagement
	Resulted in widespread criticism and damaged employee trust and commitment.
	Treated employees fairly and transparently, which may have positively impacted employee engagement.
	Resulted in strikes, protests, and damage to the company's reputation.
	Not much publicized negative impact on employee engagement.
	Resulted in strikes, protests, and legal challenges, leading to damage to the company's reputation.

	Legal and ethical implications
	Raised questions about the fairness and legality of using firing and rehiring tactics.
	Did not raise the same legal and ethical concerns as the approach used by Tesco.
	Raised questions about the legality of using firing and rehiring tactics to impose new contracts on employees.
	Did not raise the same legal and ethical concerns as the approach used by Tesco.
	Raised questions about the fairness and legality of using firing and rehiring tactics to impose new contracts on employees.

	Potential consequences
	Lower morale, higher stress levels, and decreased productivity among employees.
	Maintained employee trust and commitment, potentially leading to higher morale, lower stress levels, and increased productivity.
	Lowered morale, increased stress levels, and decreased productivity among employees, as well as damage to the company's reputation.
	Not much publicized negative consequences for employees.
	Lowered morale, increased stress levels, and decreased productivity among employees, as well as damage to the company's reputation and legal challenges.



To succinctly encapsulate, juxtaposing and discerning the disparate methodologies of Tesco, Aviva, Heathrow Airport, Weetabix, and Centrica brings to the fore the multifarious ramifications of cost containment tactics on workforce involvement, alongside the juridical and moral consequences for corporations. The instances of Weetabix and Heathrow Airport serve as exemplars of how the provision of voluntary redundancies can potentially uphold employee trust and dedication. The instances of Centrica and Heathrow Airport serve as illustrations of the probable outcomes of resorting to firing and rehiring strategies to enforce fresh employment agreements on staff. These outcomes encompass a dip in employee morale, heightened levels of stress, and a reduction in productivity levels, alongside harm to the company's image and legal entanglements.
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