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Fire and Rehire Tactics in the UK
Generally in a situation  of firing and rehiring, the employer want to change an employee’s terms and conditions of employment but the employee does not agree. The changes of term and conditions can be about  cuts to pay and benefits, a reduction in working hours, changes to the place of work or the introduction of restrictive covenants.
 Sometimes the practice is also used in redundancy situations,  the employer puts all employees at risk and makes them apply for the remaining jobs. In that way he is more free to choose who to rehire, as opposed to following a traditional redundancy selection exercise. 
 There are a few ways an employer can change an employment contract:
 -a flexibility clause, a term that gives employers the right to make reasonable changes to some conditions of employment;
-if the employee agrees to the change after a period of consultation; 
-if employee representatives ,like trade union, agree to the change on their behalf. Employers need to understand and give a reason for requiring particular contractual changes. They should inform and discuss about changes with employees. Also they can consider if there are any other ways the business can make the necessary cost savings. (peoplemanagemen.co.uk, 2021)
If employer and employees don 't come an agreement, firing and rehiring is a way an employer can force a new contract on employees. But this could lead to legal action ,because the  employers can to continue discussions before this “drastic step”.
If employees don't give consent  it may be necessary have further consultation with those employees who have not consented, explaining again why the changes are necessary. Under fire and rehire if employees do not agree to voluntary changes, their employment will be terminated and they will be offered a new contract on new terms.
Danielle Parsons, employment solicitor at Slater and Gordon, warns that terminating an employee ' contract can lead  to a legal action by employees for unfair dismissal if they have more than two years of service. It is better for employers to look at other ways to cut costs. Otherwise if it is necessary to give notice to terminate, the notice should be given in advance.
Dialogue and consultation remain the best ways, so that employees can understand the needs of the company they work for. Only with dialogue they can recognise that many employers have to take drastic decision  to let the business survive.


Review of the Fire and Rehire Tactics in the UK
Companies such as Clarks, Weetabix, and British Gas have used the fire and rehire strategy to vary the employment contracts. The companies dismissed employees and rehired them on inferior terms citing reasons for unfavourable business environments. The British laws allowed for applying the "fire and rehire" strategy, which made the practice more common as companies tried to maintain profitability during the covid-19 pandemic. The contract of employment governs the relationship between the employee and the employer. The employment law governs the relationship, ensuring the protection of the employees and employers as the parties involved in the contract. Fire and rehire strategy as a way of varying the employment contract provides a way of varying the contract of employment when other approaches fail. Therefore, it implies that the law necessitates the employer to consider other ways of varying the employment contracts through consultations before considering firing.
The Advisory, Conciliation, and Arbitration Service (Acas) provides the guidelines on ways through which the employer can vary the employment contract terms before considering using the fire and rehire strategy. Some employment contracts signed by employers and employees contain clauses that allow employers to change the terms for particular reasons. The employee is aware of the clause when signing the contract. It implies that the employer does not have to fire and rehire the employees in such a case. However, when there is no clause for contract variation, the employer needs to seek the employees' consent or through the unions representing the employees to reach collective agreements. When the employer fails to reach a collective agreement through consultation with the employees or union representatives, they can proceed and use the fire and rehire approach if they have valid reasons to do so (Armstrong, 2011, p. 275). The process involves providing the employees with a notice as outlined in the employment contract. The notice makes the employee aware of the intended changes on their employment contracts and offers to re-employ them.
British Gas, under Centrica, applied the "fire and rehire" strategy by offering its engineers new contracts with inferior terms. The company gave its employees two options when they failed to agree to a variation in the employment terms by requesting them to sign the new contracts and continue working for the company or fail to sign the contract and face dismissal (Caie, 2021). Even though the company classified it as a restructuring approach, it represents the "fire and rehire" tactic. The company aimed to re-employ its employees at inferior terms working additional hours with no additional pay (Caie, 2021). The company consulted the employees on the changes, but through employment duress, involving intimidation to get the employees to agree to the terms willingly or face the repercussions (Armstrong, 2011, p. 275). The workers disagreed with the changes in the employment terms, which saw the matter get the attention of the union representatives who backed up the consultation with the company on the improvement of the new employment terms. Failure of agreement between the company and the union representatives led to a dispute that lasted a considerable time until the majority of employees signed up to the terms backing the changes. The 2% of the employees who failed to accept the new terms lost their jobs in the process (Caie, 2021).  The British Gas actions have the law's backup, which provides a loophole for using the "fire and rehire" strategy. The company also provided the opportunity for consultation with the employees and the union representatives, which removes any legal implication of its decisions. Eventually, 98% of the workers signed the contracts indicating a collective agreement to the terms (Caie, 2021).
Clarks, a shoe company, also applied a "fire and rehire" strategy to vary the employment terms with its employees while noting adverse covid-19 impacts in the company (itv.com, 2021).  More than 100  employers started with strike action. They disagree with proposed changes to staff pay because it is not fair reduce it for people who have worked at the warehouse for many years.  Clarks company said that the firm make the changes  to secure the future of the company after the pandemic as well as ensuring "fairness" for its employees. The Covid-19 pandemic has had a "significant" effect on the company, The company has needed to review all its operations to ensure the long-term future of the company. For this reason they will continue with negotiation
The company provided new employment terms that proposed reducing the payment of workers with long working years with the company with higher pay by almost 15% while increasing the pay for those under recent employment terms by over 9% (itv.com, 2021) (Caie, 2021). The company consulted with the union representing the employees, which has refused the new terms. Clarks promised that failure to reach an agreement with the union left the company with no choice but to fire all its employees and rehire them under the new contracts. The strategy thus implies that the workers with higher pay in the company who did not agree to the terms have two options of signing the new terms or losing their jobs in the company. However, the company noted that the new terms were still above the minimum wages, which implies that the company does not have any legal implications for its decisions and is likely to get away with the practice, which has the backing of the law.
Weetabix UK maintained that they were not using the "fire and rehire" strategy to get their employees to sign new contracts even though the nature of the propositions indicates so (Moss, 2021). The company maintained that the changes aimed at making the company more competitive in the future years. The company held consultations with Unite union representing the employees to negotiate the changes that would see the employees have a reduction of £5000 in a year (Moss, 2021). The September negotiations resulted in a rejection of the union members' proposal, which resulted in several days of strike (Moss, 2021). The company has refused to make concessions, which means that it can go ahead and force the employees to accept the new terms with significant pay cuts or lose their positions.
The government supports the fire and rehire tactic, as seen by the successful attempt to prevent the proposed new law that aims to prevent fire and rehire as used by companies to vary the employment contracts. The new rules discussed in the house of the commons were meant to address employees' frustrations when companies use the fire and rehire tactics to impose inferior contract terms on them. Instead of legislation, the government insisted that ACAS should provide more guidelines providing options to vary employment contracts before considering the option of firing and rehiring, which should only come as a last resort (Anon., 2021). However, without legislation, the companies have the powers to achieve the variations in the employment terms to their wish through the use of intimidation during consultation processes. Failed consultation leaves the companies with the opportunity to exploit the loophole created by the law where they issue notice to the employees urging them to sign the new contracts or lose their jobs. British Gas, Clarks, and Weetabix, among other firms, have used the loophole in the legislation and government support to impose the fire and rehire strategy while maintaining that the business environment necessitates the decisions for the sustainability of the business in the future.
An example of fire and rehire and consequent legals actions is the case of Tesco. In February this year, Tesco said it would challenge a court’s decision after union bosses from Usdaw won a case against its fire and rehire strategy.
Court of Session in Edinburgh banned Tesco from moving some staff at its Livingston distribution centre on to a new contract. 
Tesco is legally prohibited from unilaterally withdrawing entitlement to retained pay and/or terminating the contract in order to re-engage workers on new terms. Tesco replay saiyngis that is “surprised” by the court’s decision and is looking at how it can legally challenge this. 
Also it said it would continue to engage with Usdaw and a small number of colleagues at its Livingston distribution centre who have been affected. (Gazete, 2021)

Legal Implications of Changing Contractual Employment Terms
Changes in the contractual employment terms can have adverse legal implications if employers do not carefully handle the process to ensure employee engagement and acceptance of the changes (Armstrong, 2011, p. 200). Changes to the contractual employment terms may benefit the employees in terms of increased positive impacts or may adversely affect the employees when it aims to reduce the benefits enjoyed by the employees. The changes with beneficial effects on the employees usually do not carry significant legal implications (Anshuman, 2017, p. 120). However, the changes that adversely affect the employees include changes in compensations, worsened work environment, and deductions in benefits that have severe legal consequences if not handled carefully. It may lead to legal claims against the organisation on unfair treatment, constructive dismissals, and discrimination. These claims result in the employer using significant resources in hefty penalties and compensation settlements. 
When employers change contractual employment terms, employee engagement is necessary to ensure the employer meets the legal requirements. The legal requirements demand that employers consult with individual employees or their elected representatives when planning to implement changes in the contractual employment terms. Employee engagement ensures that the staff feels valued and respected, thus facilitating acceptance of the changes in the contract terms (Armstrong, 2011, p. 130). Failing to engage the employees and consulting them on the intended changes raises the probability of overlooking legal requirements that can land the employers in court, facing legal issues and potentially expensive legal settlements. The legal expectations oblige the employers to consult with the staff representatives before making changes that affect many employees within three months before such changes get fully implemented. Overlooking the consultation process places the employers in a difficult situation where they face potentially huge penalties. Such penalties include paying the employees up to 13 weeks of gross pay when the changes in the employment contracts affect them. They fail to accept the changes, citing reasons for lack of engagement during the change implementation. The figures paid for the penalties can quickly grow into million with the size of the organisation and the number of employments affected by the changes in the contractual employment terms.
When the employer proposes changes to the contractual employment terms and writes to the employees, asking them to accept the changes, they may fail to agree to the new terms. Since the employee fails to accept the new terms, the employer uses the fire and rehire tactic to force the employee to accept the new times to get the job back (nidirect.gov.uk, n.d.). However, the employer can continue working, assuming that the employee has actually agreed to the new terms. However, the employee may later choose to resign from the job stating constructive dismissal. The employee may also fail to reapply and legally challenge the employer for constructive unfair dismissal. During constructive dismissal claims, the employer may be forced under legal obligations to consider settlement agreements as agreed by the employment tribunal. When the constructive dismissal cases involve several employees, the employer experiences severe legal heat and large sums in compensations. Some changes to employment contracts involve delayed or deferred effects, such as for pensions and insurance benefits. 
Making changes on the contractual employment terms that include pensions and insurance benefits may have legal implications later after the changes had been long implemented (nidirect.gov.uk, n.d.). It happens when the implementation of the changes does not include the employees' consent, and the employees have objected to the changes. The legal claims occur when the employers, later on, challenge the organisations that the changes were invalid and they objected at the time. Since the claims on the pensions and insurance benefits may occur several years after implementing the change, the organisation likely experiences long legal battles with the employees, with a significant probability of compensating the employees according to the initially agreed terms. It can become highly costly when several employees claim pensions and insurance benefits that force them to compensate.
Since the changes have severe legal implications on organisations and employers, there is a need to align the change process to employee relations and protect the employer against huge costs that the organisations are likely to incur if it proceeds with implementing the changes (nidirect.gov.uk, n.d.). Therefore, it is crucial that the employer closely consults with the employers and consider the legal requirements when implementing changes in contractual employment terms to minimise the adverse legal implications of such changes.





 Potential Impacts of Changes on Employee Engagement
Employee engagement is a crucial factor that directly influences the productivity of employees at the workplace. Employees with good engagement are highly empowered and productive, translating into the organisation's high performance (Armstrong, 2012, p. 144). Employee engagement is necessary for an organisation to thrive in the highly competitive business environment due to its direct relationship with productivity (Armstrong, 2011, p. 86). Changes in employment positively affect an organisation's productivity and profitability if it leads to more engaged employees (Armstrong, 2012, p. 154). However, changes to employee engagement are detrimental to the organisation productivity and profitability if it results in highly disengaged employments.
Positive Changes in Employee Engagement
Positive changes in employee engagement from organisational changes result in highly engaged employees loyal and connected to the organisation. They demonstrate high emotional commitment to the goals and objectives of the organisation (Armstrong, 2011, p. 201). Such employees share the organisation's mission and are motivated to commit themselves to the organisation course.  Such positive changes to employee engagement result from contractual employment terms that demonstrate respect and value for the employees (Armstrong, 2012, p. 151). The terms ensure placement of employees in theory right roles through appropriate acquisition and retention strategies that match the organisation goals. It also includes an employment contract that ensures the fair provision of training to the employees based on their job descriptions to help build a culture of trust and boost engagement (Armstrong, 2012, p. 149). An organisation with well-engaged employees also occurs when employers discuss with the employees' disengagements and find solutions that vary the employment terms to address the employment and workplace issues (Armstrong, 2012, p. 149). Potential impacts of positive changes on employee engagement include increased employee safety, increased employee satisfaction and happiness, and better health.
When the employer changes the terms of employment that favours employees and consequently leads to highly engaged staff, it increases the employee's safety (Armstrong, 2011, p. 202). It occurs when changes make the employees more connected to the workplace thus more aware of the workplace environment. Employees with good employment terms and a conducive work environment are more engaged and connected to their job and their surrounding, making them more committed and focused in their jobs (Armstrong, 2011, p. 204).  It reduces the likelihood of experiencing accidents due to lousiness, a situation characteristic of high disengaged and unhappy employees. Positive changes in employee engagement also lead to better health.
Well engaged employees have better health and are unlikely to suffer from chronic diseases and obesity due to their tendency to eat healthier and exercise more. It occurs when the employer changes the contractual employment terms to consider the employee well-being through flexible schedules to enable the employees to have time for exercise and attend to health needs (Armstrong, 2012, p. 150). The employers also incorporate changes in employment policies with provisions for the healthy employee through activities and benefits. Such employees are highly engaged in the initiatives, which increases the adoption of the policies and participation in activities that promote health (Armstrong, 2011, p. 185). Some organisations implement changes that lead to positive engagement by providing employees with its policies for break room with veggies and fresh fruits, road races and other exercise programs to promote health. Positive changes in employee engagement also enhance employee satisfaction and happiness. 
When an organisation implements changes that favour employees' engagement, the employees become happier and greatly satisfied, increasing productivity (Armstrong, 2011, p. 132). It involves a situation where the employer uses positive changes in the contractual employment terms by increasing compensations and other benefits. The initiatives act to release stress and motivate employees to stay committed to the company goals and strategic objectives (Bhattacharya, 2017, p. 21). With the employees appreciated and correctly engaged in the organisation, they develop greater satisfaction with their jobs and roles, which motivate them to be more productive.
Engaged employees as a result of positive changes affecting employees encourage them to perform better at their job. It thus encourages innovation among employees as they strive to perform better. There occurs increased sharing, collaboration, and learning opportunities that help enhance employee skills and capabilities (Armstrong, 2012, p. 153). Therefore, better employee and organisational performance require that the organisation implement changes that positively affect employee engagement.
Negative Changes in Employee Engagement
Negative changes to employee engagement occur when the organisation implements changes that negatively impact the employees, thus making them less engaged or disengaged. It includes changes in the contractual employment terms and workplace environment that result in difficult working conditions or reduced benefits for employees (Armstrong, 2012, p. 150). Changes such as firing and rehiring employees on worse contractual employment terms result in negative employee engagement changes, adversely influencing the organisation's profitability and productivity (Armstrong, 2011, p. 202). The employee's emotional commitment to the organisation's mission and vision becomes minimal, and they become less willing to commit themselves beyond the minimum (Armstrong, 2011, p. 205). Negative changes to employee engagement thus result in negativity, decreased productivity, attendance problems, lack of workplace innovation and social withdrawal. 
When organisations implement changes that expose employees to worse employment terms and working conditions, the employees are likely to become disengaged and develop negativity. The employees tend to complain more than they appreciate which leads to work-related stress and toxicity at the workplace. The atmosphere and general employees attitude become unbearable and defeatist characterised by blaming others instead of owning up and making adjustments to improve output. The result of such negatively is reduced morale among employees.
With negativity comes problems such as absenteeism, where employees frequently miss going to work or arrive at the workplace late, which excuses. It happens when the employees feel that some organisational changes hurt them or reduce their benefits, which reduces engagement (Armstrong, 2012, p. 153). Such scenarios arise when employees fail to turn up to work whenever they have an excuse or opportunity to validate missing work or arriving late. The reduced engagement also results in employees being reluctant and taking relatively longer breaks during the day than usual due to the dwindling motivation and lack of enthusiasm. Such effects of changes in employee engagement lead to more time lost from doing productive activities, which negatively influences the organisation.
Negative changes in employee engagement may also lead to social withdrawal, which is a key hindrance to creativity and innovation at the workplace (Armstrong, 2011, p. 232). The organisation may implement changes such as payroll moderation where some workers have their compensations and benefits reduced, while others have compensations and benefits increased (Armstrong, 2012, p. 154). The employees with worsened terms after the moderation may withdraw from colleagues, thus hindering teamwork and collaboration. With less collaboration at the workplace, the opportunity for creativity and innovation is reduced (Armstrong, 2012, p. 150). Such employees may also withdraw from training and development activities which leave them behind on taking challenges and providing solutions. It thus adversely impacts the innovative capabilities of the organisation.
Negativity, withdrawal and attendance problems lead to the ultimate problem of reduced productivity and profitability. When the organisation implement changes that harm employee engagement, the employee quantity and quality of work significantly declines. The decline occurs due to discouragement and lack of motivation (Armstrong, 2011, p. 230). The employees also lose trust in their employers, whom they see as predators who only aim to benefit from them without considering their central role in the organisation achievements. The employees do the bare minimum and do not challenge themselves to perform beyond the limits (Armstrong, 2012, p. 150). The lack of creativity and innovation hinders quality achievements in the organisation, making it difficult for the organisation to compete favourably. Therefore, changes in employee engagement lead to siphoning off resources and time, leading to high disengagement costs to the organisation. The effect trickles down to the customers, where the unhappiness and dissatisfaction of employees affect them. Negative changes to employee engagement thus impact customer services where the disengaged employees focus less on enhancing the customer experience and thus harm the brand reputation and loyalty in the organisation. It consequently leads to reduced profitability.


                               HR involvement and Traditional HRM Models

HR Involvement in the Changes to Contractual Employment Terms   
The fire and rehire tactics used by various organisations to change contractual employment terms have created a bad relationship between employers and employees, leading to workers' strikes and legal implications. The issue requires proper HR involvement and appropriate HRM strategies to facilitate accepted variations to employees that both motivate employees and increase the productivity and profitability of the organisation. The HR delivery models and corresponding HRM models determine how organisations deliver services (Armstrong, 2011, p. 20). HR is crucial in delivering the human resource management in the organisation regarding issues that affect employment and the relationship between the organisation management and the employees (Armstrong, 2012, p. 80). Therefore, it implies that HR plays a critical role in creating an appropriate workplace environment where the employees use their best capacities to benefit themselves and the organisation.
David Ulrich, in his HRM model that for an effective HR, listening and responding to employees regarding various issues remain a pivot role for the HR (Armstrong, 2012, p. 80). It thus means that the "fire and rehire" tactic issues require HR involvement to listen and respond to the employees who feel disrespected and not valued by the organisation, which forces them to accept worse contractual employment terms (Armstrong, 2011, p. 225). The involvement of HR in the issue would thus include ensuring that ethical considerations form part of the intended changes in the employment contracts to facilitate a better relationship between the organisations and employees after the changes (Armstrong, 2012, p. 80).
The insight role of HR ensures that the organisation management understands the issues affecting the organisation and its employees and explores how the issues implicate the organisation and its employees (Armstrong, 2016, p. 134). The HR is thus responsible for helping the organisation understand the issues and provide solutions to how the organisation can meet its current needs and future challenges. Therefore, the HR involvement in the issue of the "fire and rehire" tactic is essential to help the organisation and the employees to understand the necessary changes. The organisations state various economic reasons that have led to sales and profitability decline, making it necessary to change employment terms to help the businesses survive in the current business environment and future challenges. However, the employees are not happy with forcing them to take on the new terms through the "fire and rehire" strategy. Therefore, HR involvement in the issue can create a consensus through new ways to help reach an agreement and guarantee the organisation meets its current and future challenges.
Provision of advice to the organisation on improving employees' employment relations and well-being is a key HR contribution to an organisation (Armstrong, 2012, p. 95). It includes advising the organisation management on implementing policies and procedures regarding HR, employment issues and employees. The HR also ensures the promotion of the employees' well-being by helping improve the work environment to ensure proper treatment of employees to help reduce work-related stress, increase safety and health, and attain work-life balance (Armstrong, 2011, p. 15). The employees see the "fire and rehire" issue as a threat to their well-being that functions to worsen their employment terms and expose them to the negative effects of reduced benefits, lack of work-life balance, work-related stress, and safety and health concerns. Therefore, it is the responsibility of HR to provide appropriate advice to the management regarding the new employment policies and how to handle the employees in the process to ensure the management and employees are at the same age during the change. The nHR also has the responsibility regarding the issue by ensuring proper treatment of employees during the process, including listening to their concerns and striving to address them for the employees to feel respected and valued.
Promoting social responsibility is another crucial responsibility of HR, which necessitates HR involvement in the "fire and rehire" issues. It ensures organisation compliance with the employment laws (Armstrong, 2011, p. 184). It includes ensuring consideration of the provisions of the law regarding employment regulations (Armstrong, 2016, p. 135). The HR duties include formulating HR policies regarding issues such as flexible working hours and matters relating to employment (Armstrong, 2012, p. 95). It acts as the custodian of the ethical standards and values in an organisation and plays an employee champion's vital role. HR can thus get directly involved with the variation in the employment terms by formulating socially responsible policies that give respect and value to the employees (Armstrong, 2011, p. 16). As long as the organisations may have valid reasons that necessitate the changes in the contractual employment terms, it is necessary to implement the changes in the most ethical ways that make the employees feel respected and valued. The HR ensures that the implementation of the changes in the employment terms does not conflict with the values and standards regarding employment relations (Armstrong, 2011, p. 18). Through its policies, HR plays a vital role in the issue regarding changes in the employment terms to influence the employees' behaviour and attitude to the changes in ways that benefit instead of hurting the organisation. 
The employees' commitment, engagement, motivation and communication with employers following the changes in the employment contracts depend on the HR practices. Therefore, HR can get involved by ensuring that the new contractual employment terms also contain elements that benefit the employees and incorporate employee concerns in the process (Armstrong, 2012, p. 100). It results in employees' concerns getting heard which makes the employees feel part of the change and share in the organisation's objectives (Armstrong, 2011, p. 186). 
According to the professional ethical standards, sometimes the rights of the employees championed by HR may conflict with the organisation objectives (Armstrong, 2012, p. 120), but the "fire and rehire" strategy is motivated by the organisation's objectives to maximise performance and profitability. However, HR involvement expects the HRM practices to speak up against the actions geared towards worsening the employee employment conditions (Armstrong, 2012, p. 121). HR should side with the employees and champion their rights against issues such as unpaid overtime and significant pay cuts that make the employees unable to afford their living standards. However, the expectations conflict with the organisational goals. The HR involvement thus includes considerable courage and determination to facilitate an understanding that upholds the ethical standards and ensures the employees feel acknowledged and appreciated (Armstrong, 2012, p. 121).
Traditional HRM Models in Employee Relations
The traditional HR and HRM models provide appropriate frameworks suitable for managing employment relations necessary to address the situation about the "fire and rehire" tactic. The traditional HRM models outline the HR task that oversees the administrative tasks concerning recruitment and firing of the employees (Armstrong, 2016, p. 141). They rely on effective consultation with employee elected representatives to facilitate consultation between the management and employees to reach an agreement (Armstrong, 2016, p. 102). Through the negotiations, the employees' views and concerns are considered in the decision-making process. It also includes administering the company policies that determine recruitment and firing to ensure the organisation remains competitive and legally compliant. Therefore, the traditional HRM models provide an effective framework that helps manage employee relations. The HRM ensures that the HR professionals promote core values for managing and treating people in an organisation. The HRM models ensure just and fair treatment of employees regarding different situations in an organisation (Armstrong, 2016, p. 100). 
Concerning the changes in the employment terms as different organisations have opted for using the "fire and rehire" tactic, the HRM models are crucial in ensuring that the process stays consistent with the ethical standards and values. The models function to ensure treatment of employees as ends in themselves and not just as means of attainment of economic goals in an organisation (Armstrong, 2012, p. 129). The HRM models include ethical guidelines that outline the relationship between an organisation and employees. It facilitates the management of employee relations by ensuring that an organisation in its goals acknowledge and observe the rights of employees and does not just focus on the business perspective (Armstrong, 2012, p. 129). Observing social legitimacy is essential for maintaining a high reputation by treating its employees' rights and observing their rights (Anshuman, 2017). The HRM model facilitates treating the employees as human beings with rights, anxieties and personal needs that the organisation has to consider when making crucial decisions with significant effects on the employees. Even though the organisations have strategic objectives to remain competitive and profitable, the traditional HRM models ensure that the organisation does not just force strategic changes to realise its goals but also ensures that the employees are not exploited as a means to the ends.
The traditional HRM model is also essential in the contemporary management of employee relations by ensuring that the organisations listen to employees' input and respond to the questions regarding the employment policies, practices, a change (Armstrong, 2012, p. 132). Through HRM, the organisations provide channels and opportunities where the employees have a say, express their opinions and take part in making decisions that influence them. Therefore, the traditional HRM models ensure that negotiations occur in good faith regarding changes and decisions that influence the employees (Armstrong, 2012, p. 132). It implies that through the HRM models, the employers acknowledge the role of employees in matters that affect them and seek solutions acceptable to both parties. The models also acknowledge that the employee and management interests do not always coincide, and sometimes substantial differences occur. During such situations, the HRM models provide frameworks necessary for developing and implementing employee relations that facilitate understanding (Armstrong, 2016, p. 102). Some of the practices observed by the HRM models include promoting employees' well-being and appreciating that people may have genuine grievances to changes regarding employment even if the changes are in the best interest of the business survival (Armstrong, 2012, p. 132). In case of compulsory redundancy, which makes it necessary to fire employees, the traditional HRM models encourage the organisations to help alleviate distress among the people involved by helping them find work in other organisations.
In conclusion, it is evident and necessary that, basically, a company that has always boasted a good organization, communication between managers and employees and a good line manager to also improve performance and motivate workers, will certainly better deal with any kind of  future problem  arising.
Clarks Resolution
Clarks underwent a rough time with around 100 employees over proposed employment terms that aimed to reduce the wages of the established employees and increase the pay for new staff to promote fairness and place the company on the right path towards sustainability in the future (Lyon, 2021). The employer noted that the adverse impacts of the covid-19 pandemic and the need to ensure the company's future necessitated the changes. Therefore, the company asked the workers to accept the new employment terms or risk losing their job. About 100 workers were adversely affected and opted for an industrial action to stop the 'fire and rehire' strategy (Lyon, 2021). 
However, Clarks and its employees negotiated a deal that ended the eight-week strike over the 'fire and rehire' tactics. The negotiations facilitated by Acas led to an agreement that benefits both the employees and the employers. The negotiated deal ensures that none of the employees earn less as had been earlier planned on the contracts, which consequently led to the strike. Instead, the established employees who the company had opted to cut their salary by about 15% will continue to receive their normal pay without any cuts. However, the deal is beneficial to the new staff, who will receive a raise in pay to promote fairness for employees doing the same job (Lyon, 2021). The established workers earned significantly higher wages than the new workers whose employment terms were relatively inferior.
Importance of the Resolution to the Brand
A brand's image depends on its abilities to fulfill its corporate social responsibility (CSR). Ensuring corporate social responsibility demands that an organization consider the community, employees, and customers (Armstrong, 2011, p. 182). It implies that CSR is a strategy that ensures behaviors of an organization and its stakeholders, which determine the brand image and reputation. An organization with better CSR attracts love and engagement from the stakeholders and thus is likely to perform better. The strategy follows the stakeholder theory, where the employers and brand management tailor their policies to satisfy their stakeholders and not just focus on the shareholders (Armstrong, 2011, p. 182). For the case of Clarks, the resolution over the 'fire and rehire' strategy where the company ended up not firing its employees shows its corporate social responsibility regarding the way it manages its employees (Armstrong, 2011, p. 182). Therefore, Clarks took an initiative that furthers social good on its employees beyond the firm's interest in mitigating the covid-19 impacts. 
Thus, Clark's actions motivate the employees to continue advocating for the company and thus enhance the brand image (Armstrong, 2011, p. 182). The reputation component of the CSR justifies the need for a brand to consider how it treats its stakeholders, especially employees, as it improves the image, strengthens the brand, and has high morale (Armstrong, 2011, p. 183). A brand's reputation also increases when there are few or no legal issues lodged against the company by its stakeholders. Therefore, CSR ensures that an organization operates within the law (Armstrong, 2011, p. 183). Clarks ensured that the organization stayed away from more legal issues, indicating its lack of corporate social responsibility on its employees by resolving the issue without firing its loyal employees. The resolution occurred without dirty legal issues, ensuring the brand maintained its reputation regarding managing its employees responsibly and ethically.
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