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[bookmark: _Toc687277565]Introduction
The comprehensive engagement of the long-running disruption between “British Gas” and “its boiler engineers” can be engaged by changing their perspectives on their employment measurements. It can also be determined that the engineers might have been enhanced to conduct the working long hours without additional remunerations recognizing to effect endowed by the “GMB trade union”. The analytical procurement of the “fire and rehire” strategy by “British Gas” would have encouraged dismissing the acceptance of the new measures (Eleni. Lazaraki, 2021). "Fire and rehire" is a controversial employment practice that has become increasingly popular in recent years in the United Kingdom labour market. This practice has been adopted by an increasing number of employers and has sparked heated discussions between policy makers, employees, and business executives. As the workplace continues to develop, it is essential to consider the various aspects of this practice, including its impact, legal considerations, and wider socio-economic implications. This article seeks to elucidate the intricacies of this practice and provide insight into the reasons behind its adoption, as well as its effects on the workforce.

The practice of fire and rehire has been the subject of heated discussions and has attracted widespread public attention, particularly within the British Gas sector. This labor strategy involves the termination of contracts and the subsequent rehiring of employees on less favorable terms. This has become a major topic of discussion in the context of workers' rights, business practices, and economic morality. The British Gas case serves as a stark example of the conflict between business interests and the well-being of employees, and sheds light on the wider consequences of such practices in the current job market. In this article, we will explore the motivations behind fire and rehire, the reactions from stakeholders, and the possible long-term effects of the practice on both the company and its workforce. Our goal is to provide an in-depth analysis of the issues posed by fire and reinstatement tactics and their wider societal implications.
In today's ever-changing job market, changes to contract terms can have big legal implications for employers and employees alike. To avoid conflicts and protect everyone's rights, it's important to understand the legal aspects of changing employment terms. In this article, we'll look at the various legal issues that come up when it comes to changing employment terms. We'll look at what laws and precedents are in place to help protect both employers and employees' interests in this complex process.
[bookmark: _heading=h.30j0zll][bookmark: _Toc2142747506]Analysis
[bookmark: _heading=h.1fob9te][bookmark: _Toc1568344126]Model (PESTLE)
Pestle analysis is a tool or method utilised to examine the external macro-environmental aspects that can influence an organisation's business. Here's a short study of British Gas:

	Political
	Government guidelines and rules in the energy sector, such as environmental regulations and support, can influence British Gas's operations and market dynamics.
Political strength in the UK provides a facilitative business environment for British Gas. Any political fluctuation may guide to delays and impact its investment findings.

	 Economic
	Economic requirements, including inflation, interest rates, and financial development, can impact energy consumption practices and consumer spending on utilities like British Gas.
Changes in oil, gas, and electricity costs can greatly affect British Gas's profitability, as these costs can affect the price of energy production and supply.

	Social
	Social aspects like altering customer choices for tolerable and renewable energy sources can shape British Gas's trade strategies and product offerings (Widarni, 2020).
Transformations in demographics, such as ageing people or urbanisation movements, may affect energy consumption practices and need adjustments in British Gas's benefit offerings.

	Technological
	Improvements in technology influence the energy initiative, such as smart meters, IoT devices, and renewable energy keys, which British Gas may require to adapt to or invest in.
Adopting digital technologies can improve consumer understanding and optimise internal procedures, improving efficiency and competitive benefit for British Gas.

	 Legal
	Legal factors contain different restrictions, contracts, and submission conditions that British Gas must stick to, including safety measures and environmental laws.
Work regulations and laws may impact how British Gas operates its workforce, including labour agreements, working hours, and worker ownership.

	 Environmental
	Increasing problems with environmental sustainability may affect the market for neat energy solutions, involving British Gas's positioning in the market (Pym, 2021).
Providing efficient use of aids, such as water and natural gas, is very important for British Gas to minimise its environmental footprint and enhance sustainability.



[bookmark: _Toc207408688]Analyse "fire and rehire" tactics within the UK labour market
"Fire and rehire" tactics, also comprehended as "dismissal and re-engagement," guide to a controversial employment approach where employers remove the current arrangements of their workers and then rehire them on new phrases and situations, often with less advantageous terms than their earlier contracts (Cockbain, 2022). This approach has garnered significant awareness and objection within the UK labour market, as it can guide problems related to job safety, worker morale, and industrial connections. Here's a thorough study of the "fire and rehire" method within the UK labour market:
1. Background and Prevalence:
"Fire and rehire" tactics have been used by employers in diverse industries, including retail, hospitality, transport, and manufacturing. The method achieved importance during the COVID-19 pandemic as some companies aimed to cut prices and adjust to altering financial conditions. It has been extremely aggressive when used to decrease employee salaries, advantages, or working hours.
2. Impact on Job Security:
Using "fire and rehire" tactics can create job insecurity among workers (Shackleton, 2022). Understanding that their arrangements can be removed and replaced with small advantageous terms at any time can guide stress and anxiety among employees, affecting their entire well-being and productivity.
3. Employee Morale and Engagement:
"Fire and rehire" methods can have a damaging impact on worker morale and concentration. When workers feel undervalued or unfairly treated, their inspiration and dedication to their work may decrease. This, in turn, can lead to decreased productivity and harm the organisation's overall implementation.
4. Industrial Relations and Trust:
Such tactics can corrupt trust between employers and workers, directing to strained industrial connections. Workers may feel betrayed by the organisation and its administration, guiding research in communication and collaboration (Dagilyte et al., 2022). This can result in improved disputes, strikes, and different industrial activities.
5. Legal and Ethical Concerns:
While "fire and rehire" is not explicitly prohibited, it has presented moral problems. Analysts argue that it is an exploitative method that takes benefit of employees' exposure, particularly during tough financial times. The method has encountered scrutiny from business unions, labour ownership groups, and politicians.
6. Impact on Productivity and Quality of Work:
Executing "fire and rehire" tactics can negatively affect productivity and work grade. Workers who feel underestimated or demotivated may be less determined in their jobs, reducing overall efficiency and service grade.
7. Reputation and Brand Image:
Embracing "fire and rehire" tactics can damage an organisation's importance and brand image (Dobbins, 2022). General backlash and adverse media coverage can hurt customer perception of the organisation, potentially reducing consumer loyalty and deals.
8. Alternatives and Mitigation:
Employers encountering financial challenges may consider alternative cost-cutting efforts, such as quick layoffs, decreased operating hours, or voluntary salary deductions. Transparent contact and consultation with workers can also assist in locating mutually satisfactory resolutions.
9. Legislative and Regulatory Response:
Due to the controversy encompassing "fire and rehire" tactics, there have existed calls for legislative activity to specify or ban the procedure. Some politicians and labour liberties supporters have submitted legal reforms to deliver greater security for employees encountering such tactics.
[bookmark: _Toc2105356886]Evaluate the approach taken by different organisations
The direction taken by additional organisations concerns their procedures, approaches, and methods to comprehend how effectively they reach their objectives and respond to internal and external issues. Here, we'll examine the evaluation methodology and key elements to evaluate when considering association procedures.
1. Mission and Vision:
Organisations' goals and vision ideas explain their intention and future aspirations (Yadav et al., 2020). Considering the alignment between their method and this information helps decide if they are operating towards their planned goals.
2. Strategic Planning:
Evaluating the strategic planning method concerns institutions setting objectives, allocating resources, and developing action plans. A well-defined and complete strategic plan demonstrates a considerate method to reaching success.
3. Leadership and Culture:
The leadership style and organisational culture affect an association's method (Escrig-Olmedo et al., 2019). Directors who promote invention, teamwork, and worker empowerment promote more practical methods.
4. Customer Focus:
Successful associations prioritise consumer demands and satisfaction. Considering how consumer feedback is combined into decision-making procedures demonstrates the organisation's adherence to fulfilling consumer expectations.
5. Employee Engagement:
High grades of employee attention contribute to an adequate method. Companies that sponsor worker growth, deliver an approving work environment, and value worker input tend to gain better outcomes.
6. Operational Efficiency:
Efficient operations contribute to a company’s overall strategy. Assessing strategies, expense management, and productivity levels benefits comprehending how well a company conducts its methods.
7. Innovation and Adaptability:
Communities that adopt innovation and adaptability tend to succeed in dynamic circumstances (Karademir, 2020). Considering their method of analysis, growth, and response to market differences delivers an understanding of their capacity to remain competitive.
8. Corporate Social Responsibility (CSR):
Assessing an organisation's CSR initiatives showcases its dedication to sustainability and moral methods, reflecting a socially accountable method.
9. Financial Performance:
Economic metrics, such as earnings increase, earnings margins, and return on asset, demonstrate how sufficient an organisation's strategy is in developing economic success.
10. Risk Management:
Assessing how a company determines, sets, and mitigates threats indicates its capacity to address delays proactively.
11. Stakeholder Engagement:
Organisations that employ stakeholders, including shareholders, consumers, suppliers, and communities, can have a more inclusive and holistic strategy.
12. Market Position and Competitiveness:
Exploring an organisation's market status, market stake, and competitive benefit emphasises the significance of its strategy in positioning itself in the enterprise.
13. Learning and Improvement:
A learning-oriented practice highlights continued progress and transformation based on feedback and bits of knowledge.
Recognising that each association works in a special context is necessary, and corresponding methods should believe industry-specific nuances, company size, market requirements, and overall goals. Furthermore, an adequate evaluation may apply qualitative and quantitative data, such as economic reports, consumer feedback, worker surveys, and implementation metrics. Considering the path additional organizations take concerns a complete review of their methods, culture, consumer focus, worker engagement, operational efficiency, and innovation. A well-rounded evaluation delivers a useful understanding of an organizations’ significance, positioning, and possibility for sustainable success.
[bookmark: _heading=h.3znysh7][bookmark: _Toc1050268110]Harvard HRM Model
The Harvard Model is a human resource management approach that highlights aligning HR procedures with a company's overall method. Using this model to comprehend British Gas would apply to study how the organization’s HR approaches and procedures align with its business goals. In the case of British Gas, the model would evaluate how the organizations’ HR method sustains its mission and concept (Eleni. Lazaraki, 2021). This could include considering factors like employee recruitment, training, implementation management, and rewards strategies to ensure they align with the organisation's long-term plans.

For example, British Gas may highlight recruiting and keeping skilled engineers and mechanics to preserve a competitive benefit in the energy services market. The HR method may also teach employees to adjust to new technologies and consumer service strategies to meet altering customer needs. Also, the Harvard Model would examine how British Gas promotes a positive work atmosphere and encourages employee engagement. It may study communication channels, possibilities for employee involvement, and award programs to ensure employees are inspired and dedicated to the organisation's success. In the Harvard HRM model, long-term consequences direct the effects and consequences of human resource management techniques on the association over a comprehensive period. This concerns considering how HR strategies, procedures, and techniques contribute to the accomplishment of the association's long-term goals, mission, and concept. Approving long-term effects include improved employee engagement, enhanced corporate performance, improved productivity, and a better sustainable competitive benefit. On the other hand, opposing long-term outcomes may occur from inadequate HR practices, high turnover, reduced morale, and possible damage to the organisation's importance and general success in the long run.
The hrm outcomes signify these things:
1. Commitment: By involving workers in decision-making procedures and promoting a culture of inclusivity and open communication, British Gas can improve worker dedication and commitment.
2. Competence: Emphasizing skill growth, training, and career improvement possibilities can lead to a better qualified and qualified workforce, which completely affects the organization’s performance.
3. Congruence: The Harvard Model encourages consistency and alignment between HR policies, strategies, and administrative goals. Ensuring HR procedures align with British Gas' strategic approach can improve overall significance.
4. Cost-effectiveness: Using HR methods that optimise aid allocation, such as sufficient talent control and retention methods, British Gas can decrease turnover expenses and enhance cost-effectiveness.
5. Collaboration: Fostering teamwork and collaboration among workers can encourage a cooperative work environment, guiding to increased productivity and invention.
[bookmark: _heading=h.2et92p0][bookmark: _Toc1582768932]Legal implications of changing contractual employment terms
The "fire and rehire" procedure would have been illustrated by involving British Gas boiler engineers, raising good-sized confinement and ethical concerns, particularly associated with unfair dismissal and changes to legitimate employment terms. The implications of the analytical movements can have extensive consequences for employers and workers, demanding proper consideration of labour legal procedures and regulations (Chapman et al., 2019).
· Unfair Dismissal
Unfair dismissal is a prominent issue in "fire and rehire" instances. Employees have the proper protection against unfair dismissal, which can be represented that they can be disregarded for legitimate and proper reasons (Iweka et al., 2019). By leveraging the analytical engagement of many jurisdictions, employers might have been estimated to demonstrate that they might have a remarkable preference for dismissal, such as misconduct, lack of capability, redundancy, and standard reason. 
· Changes to Legitimate Terms
It can be determined that an employer desires to exchange contractual terms, significantly the comprehensive procedure that should be inadequate engagement to employees that they need to observe proper methods and has been enhanced to desiring for the understanding of the employees involved. The consequence estimation of individuals assessing modifications can have emerged superior engagement may include a breach of contract and may desire to result in legal claims (Waller et al., 2020). The analytical engagement of employees might have the accurate observation to pursue legal recourse for their concerns.
· Collective Consultation
The comprehensive illustration of the business changes influences a team of employees; administrators may be obligated to consult collectively. This involves informing and consulting with employee representatives and trade alliances about the proposed changes (Farrukh et al., 2020). This can be determined by failing to engage with these requirements can affect the dismissals and modifications to legitimate representations as unfair and unlawful.


· Constructive Dismissal
The procedure of "fire and rehire" can encourage to engage in positive dismissal. Constructive dismissal occurs an employee relinquishes due to a necessary violation of assurance by the comprehensive way of the employer (Pattnaik and Jena, 2020). It can also be recognised that employees can demonstrate that the assessed modifications had been significant and destructive. They may transmit constructive dismissal to relinquish due to the unacceptable working conditions.
· Legal Compliance and Treatments
The comprehensive engagement of employees' trust might have needed to be more adequately estimated to changes in their legitimate terms may also desire illegal procedures. This perception can involve offering preferences to appropriate labour authorities and employment commitment. The analytical appearance of the treatment for unfair dismissal may organise reestablishment and balance depending on the precise circumstances of the approaches (Hosseini and Sabokro, 2022).
Overall, the "fire and rehire" approach would have been illustrated by the "British Gas boiler engineer, " emphasising the perception between labour laws, legitimate obligations, and ethical considerations. Employers must navigate these factors to determine legal practices and preserve a better relationship. Reestablishing unfair dismissals and inappropriate changes to legitimate procedures might not have criminal implications but can influence an organisation's reputation and employee confidence.
[bookmark: _Toc182706537]Evaluate the potential impact on employee engagement
Positive Impact
The comprehensive appearance of the analytical estimation applied by British Gas involving the controversial "fire and rehire" approach for boiler engineers has increased concerns about unfair dismissals and their effect on employee engagement. It can also be recognised by the comprehensive measurement of the desire for the positive influence of employee engagement (Usman et al., 2021).

   
· Efficiency and Skill Enhancement
The analytical procurement by estimating changes to work arrangements and terms, “British Gas” might have been enhanced to desire operational effectiveness and increase the procedure of their workforce. It can also be determined with a more streamlined employment structure, and engineers might discover their working environment in a more specialised and targeted capacity. This procedure might have been demonstrated to conduct a higher experience of job satisfaction that employees would have the possibility to depend on preferences leading to accelerated engagement (Shrotryia and Dhanda, 2019). The comprehensive engagement of engineers might encounter prominent stimulation to operate well measured as well as they desire the positive impact of their proficiency on the company's success.
· Clarity and Communication
Implementing new assurances and terms would have been engaged to accelerate a clearer conversation between “British Gas” and its workforce. It can be recognised by the comprehensive way the establishment communicates, engaging the circumstances for these measurements, and providing a prominent framework for business enterprise that will affect employees, which can lead to a higher perception of the company's targets and direction (Safari et al., 2019). The clarity in communication fosters trust, and personalised might have been demonstrated to conduct discover a prominent leadership style that would be greater in business enhancement to experience engagement and commitment to the company's goals.
· Opportunities for Development
The analytical presence of the development in rearrangement could obtain possibilities for expert growth and development. This can be demonstrated by a continued emphasis on particular ability measures; employees may have access to targeted training programs, credentials, and ability enhancement workshops. These opportunities can enhance their confidence, job satisfaction, and motivation to contribute effectively to the company's success (Massaro et al., 2021). The perception of a corporation invested in their enlargement can significantly influence employees' engagement presence.
· Enhanced Team Conflict
The capability enhancement of the team confliction to changes in employment terms might have been demonstrated to estimate better conflict teams. This can be reliable by enhancing personalised enrollments with comparable assurances and terms. It promotes cohesion and frequent motivation among enterprise workers; this cohesion could result in stronger collaboration, knowledge-sharing, and problem-solving (Zhang et al., 2020). It can be determined that employees' experience and consistency of collaboration and relationship to the enterprise heighten, occurring in higher engagement efficiency. The analytical engagement of these potential influences demonstrates it's indispensable to recognise the procedure changes that might have been conducted. The "fire and rehire" strategy has stimulated a proper response due to concerns about job security, fairness, and ethical considerations. Employee engagement is a multifaceted thought influenced utilising various factors and possible engagements that may not completely navigate the inadequate consequences and perceptions associated with the changes (Drosos et al., 2021).
Overall, the positive impact of “British Gas’s” "fire and rehire" strategy on worker engagement is a complicated difficulty with both adequate and terrible implications. The comprehensive engagement of improvements, high communication, increased opportunities, and team conflicts can effectively influence employees' engagement levels. This involvement can be reliable by enlarging measures associated with the concerns related to job security, fairness, and ethical considerations that have occurred from these changes (Salvioni and Almici, 2020). Enterprises must approach such decisions carefully, considering the long-term developments in their workforce's confidence, commitment, and personalised well-being.
Negative Impact
The comprehensive implication of the "fire and rehire" strategy by utilising “British Gas”, particularly regarding boiler engineers, has determined a more comprehensive awareness due to its inadequate impact on worker engagement (Pham and Paillé, 2020). This approach includes removing existing employment assurances and providing new procedures with limited terms and conditions. 
· Erosion of Trust and Loyalty
The analytical procedure of the "fire and rehire" strategy might have been demonstrated to conduct the deterioration of belief between employees and the company. It can be a concern that personalised engagement might have recognised their company by accommodating and discarding their existing contracts without immense explanation, creating a feeling of disloyalty (Li, Rees, and Branine, 2019). This deterioration of belief contributes to a reduction in loyalty to the organisation's direction, which can be prevented and diminishes worker engagement. The analytical procedures of employees' feelings might have engaged in their commitment and dedication to be significantly invested in their work.
· Increased Stress and Apprehension
The uncertainty surrounding possible job loss due to “mass dismissals” creates heightened employee stress and anxiety. The concern of decreasing their well-being establishments and determining financial instability can negatively impact their intellectual well-being. The comprehensive measurement of the workers fascinated with job security concerns that would be less probable to be engaged in their work tasks. This distraction inhibits their ability to focus, innovate, and collaborate, diminishing intermediate productivity (Nantee and Sureeyatanapas, 2021).
· Deterioration of Work-Life Balance
The disruption influenced by the deterioration of work-life balance would have been demonstrated by utilising the "fire and rehire" strategy disrupts the work-life resilience of influenced employees. The analytical engagement of the establishment demanded to transform to new terms and conditions and the requirement to explore employment preference, impairing their personalised engagements (Tennison et al., 2021). It can also be determined that the perception of employees' confidence level can decrease, leading to reduced engagement levels. The work-life balance can demonstrate this diminishes their personalised dynamics, making it challenging to remain influenced and committed to their positions.

· Decreasing Employee Express and Autonomy
The comprehensive implications of the “Mass dismissals” through the procedure of  "fire and rehire" reduce the representative and autonomy of employees. It can be recognised by the analytical engagement of the entire employment preferences that would have been assembled involving the team of workers in conversations and negotiations; it transmits a tremendous engagement that employee entry might have been disregarded. This leads to a diminished consistency of possession and preferences (Chege and Wang, 2020).
Overall, the "fire and rehire" method would have been assumed with the resource of “British Gas” in the context of boiler engineers has delivered an extremely inadequate effect on worker engagement. The deterioration of trust strengthened stress and apprehension, disruption of work-life balance, and the reduction of workers' representatives contribute to a reduction in the dedication and motivation of workers (Pham, Tučková, and Jabbour, 2019). The “British Gas” company might have to apprehend that legitimate procedure, open communication, and recognition of worker well-being would have been crucial for preserving an excessive engagement presence and fostering an effective and profitable work environment.
[bookmark: _Toc1657854036]Evaluates HR involvement in this issue
HR involvement in the case of "fire and rehire" tactics within the UK labour market is essential, as it instantly affects workers' well-being, industrial concerns, and administrative importance. 
1. Policy Development and Compliance:
HR is critical in creating and executing procedures and rules related to worker agreements, terminations, and re-employment (Aburumman et al., 2020). HR must confirm that the organisation's approaches comply with applicable labour rules and laws to avoid possible legal repercussions.
2. Employee Communication and Engagement:
HR is responsible for corresponding transformations in employment terms and requirements to workers impacted by the "fire and rehire" approach. Transparent and adequate communication is important to preserve trust and mitigate harmful effects on worker confidence and engagement.
3. Employee Support and Counseling:
During the "fire and rehire" approach, HR should support impacted workers, including counselling sessions and key resources, and help them comprehend their ownership and opportunities (Yong, 2020). Empathetic support can assist in reducing the emotional pressure experienced by involved workers.



4. Industrial Relations and Negotiation:
HR often collaborates with business unions or worker representatives during labour conflicts linked to "fire and rehire." HR's capacity to employ ineffective negotiations can affect the result and help find alternative answers that benefit both groups.
5. Ethical Considerations:
HR must consider the ethical importance of "fire and rehire" tactics and deliver advice to the association's leadership. Ethical decision-making is necessary to sustain the organisation's importance and promote an optimistic work culture.
6. Impact on Employer Branding:
HR plays an important role in shaping the organisation's employer brand. The path taken by HR in managing the "fire and rehire" problem can influence how the association is sensed by existing and possible workers, consumers, and different stakeholders.
7. Talent Acquisition and Retention:
The "fire and rehire" procedure can deter possible job applicants and guide talent attrition (Manzoor et al. 2019). HR needs to consider the effect of aptitude investment and develop methods to attract and keep qualified employees.
8. Employee Relations Training:
HR can deliver training to line supervisors and managers on managing worker concerns matters, including handling "fire and rehire" problems with sensitivity and compassion.
9. Diversity and Inclusion Considerations:
HR should assess the effect of "fire and rehire" tactics on variety and inclusion measures. These methods can disproportionately impact specific demographic companies, and HR should work to provide fairness and equity.
10. Monitoring and Reporting:
HR's involvement stretches to observing the effect of "fire and rehire" techniques on critical HR metrics, such as worker turnover, employee satisfaction, and employee concerns issues (Alzoubi et al., 2022). Regular reporting on these metrics can assist in determining areas for progress.


11. Advocacy for Ethical Employment Practices:
HR can support ethical employment procedures within the organization and cooperate with the administration to find alternative cost-cutting efforts that do not negatively affect worker well-being and job safety.
HR's involvement in the case of "fire and rehire" tactics is instrumental in addressing the effect on workers, the organization’s importance, and its general business arrangement. HR professionals must balance lawful observation, ethical concerns, worker engagement, and industrial connections to effectively navigate this difficult and sharp issue. By bringing a bold and empathetic process, HR can contribute to a favorable work atmosphere and sustainable administrative success.
[bookmark: _Toc2134917607]Recommendation
In this context, the threat of “British Gas” evaluating “fire and rehire” regulations for boiler engineers can have demonstrated conducting “mass dismissals” and “possible inappropriate dismissals” increases risks due to employee procedures and organisational initiates (Tennison et al., 2021). It can be determined to require some recommendations for improvement, including
· Navigation and Collaborations
The comprehensive engagement of “British Gas” should have been recognised to engage in measurement and comprehensive navigation with employee appearances such as “perceptions”, “implementation”, and “significant policy measures”. This can be achieved by utilising numerous stakeholders in decision-making; the “British Gas” organisation might have been enhanced to explore prominent solutions that reduce employment failures and control an adequate working environment (Massaro et al., 2021). It can also be determined that collaboration promotes confidentiality and recognises a commitment to appreciating employee engagement. 
· Adequate Redundancy Procedures 
The analytical procurement of British Gas considers specific discharges that it might be able to conduct adequate and prominent enhancement of redundancy approaches. This often involved estimating appropriate policies, offering reestablishment procedures, and supporting influenced workers to determine sufficient employment. This can be achieved by evaluating a superior and significant redundancy procedure that might have been improved to ensure their influenced employees and reduce the threat of possible unfair dismissal approaches (Li, Rees, and Branine, 2019). 
· Sufficient Leadership and Corporate Responsibility 
In this phase, the “British Gas” company should engage ethical considerations and corporate responsibility by employing a more comprehensive measurement of the social influence of their decision-making approaches. This can be determined by evaluating a “fire and rehire” strategy that can diminish the company’s reputation and employees' confidentiality. The analytical engagement in estimating long-term sustainable approaches allows the “British Gas” company to control individual presences and conduct supporting work (Iweka et al., 2019). Overall, the comprehensive procedure for managing the “fire and rehire” strategy of “British Gas” and the required possible appliance of mass dismissals and insufficient dismissals represent a complicated approach.
[bookmark: _heading=h.tyjcwt][bookmark: _Toc1737735168]Conclusion
It has been concluded that “British Gas” has been determined with the long-term conflict with the boiler engineer that may engage their regulations and specifications of engagement. In this context, “British Gas” has been demonstrated to confirm more than 2% of staff might have been recognised not to initialise with the new contracts engagement. It can also be observed that the engineers of “British Gas” might not have been produced to agree with the proper engagement and determine with the workers' perspectives would have demonstrated claims against “British Gas”. This has been evaluated by enabling the requirement of engaging in “ACAS conciliation” due to estimate unfair discharge procedures from the engagement perspective.
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