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Abstract: This paper addresses the impact of HRM modules and practices on industrial relations in the modern labour market space. It will also emphasize the legal impact and collaboration between key institutions that regulate employee protection legislation with HR departments and unions to ensure democracy in the workplace. Emphasis is placed on protecting employees from unfair dismissal and maintaining the organization's reputation, and this paper will focus on the traditional Harvard model, which plays the role of HR in maintaining employee engagement and successfully implementing the "fire and rehire" policy. Discussions will be held on the influence of the social factor Covid 19 and the legal-political Brexit, which have led to inequalities in labour law. These being reported, it seeks to identify the most effective HRM practices to avoid disputes that may arise in an organization. It will also emphasize the tendency to approach "fire and rehire" tactics as a legal tool for dismissal and re-employment to new contractual terms by more and more organizations within the UK.
The trigger for the application of "fire and rehire" tactics in British Gas was Covid-19, so the influence of the GMB union and the results of the dispute will be further communicated.
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1. INTRODUCTION
Hannes, et al. (2019) confirmed in one of his works that people who are employed in an organization are its most valuable asset. Therefore, the theories of Strategic Human Resource Management (SHRM) consider that in the world economy, the intellectual and talented capital of the workforce is a tool for gaining competitive advantage over the capital of other resources such as natural, physical and financial met in any organization (Fabrizio, et al., 2021).
	Furthermore, according to (Lopez-Cabrales & Rincon-Roldan, 2022),  any organization focuses on efficiently optimizing the role of Human Resource Management (HRM) in employment relationships (ERs) in achieving the performance of the primary goals of corporate activity and sustainability. Thus, ERs can be defined as the legal part between employer and employee, through which an employee shares his skills, performance, and the employer comes with remuneration (Wilkinson, et al., 2019) .
Vicary & Jones (2017) stated that both the employer and the employee pursue the legal interests within the ERs, any kind of interaction between these two parties being regulated by certain types of contracts that fluctuate from public service, union contracts, to agreement and expectations from both parties. The existence of a contract between the employee and the employer is paramount, since in the case of exceptional situations the issue should be analysed from a legal point of view, and for the contractual negotiations to take place.
Given the evolution of the labour market in developed countries, such as the United Kingdom, it is disputed that this area faces multiple challenges, such as poverty, security, regulated rules, corruption, racial and ethnic incorporation (Budd, 2020). All these factors facing the labour market in developed countries were perfectly complemented by the Covid-19 pandemic crisis. The Covid-19 pandemic crisis has its beginnings in December 2019, dramatically influencing the economy both internationally and globally. Accordingly, the sustainability of companies and organizations has been influenced because the crisis has "frozen" all their activity, influencing the financial situation (Pokhrel & Chhetri, 2021). 
The Covid-19 pandemic crisis also triggered a series of tactics, such as” fire & rehire” tactics, by which organizations fired existing employees and then re-employed them, only on new contractual terms and conditions (CIPD, 2021). Therefore, for a better understanding of” fire & rehire” tactics, the hiring process must be defined. According to Villeda & McCamey (2019) the recruitment and selections are incorporated in the hiring process by which the employer chooses the appropriate persons to meet the required requirements in accordance with the position offered for employment. On the other hand, in response to the crisis in companies, the dismissal of human resources is seen as the most effective way to save financial resources. In this sense, an important player in the dismissal process are the unions that correctly support the rights of employees, especially when it comes to dismissal and primarily in contractual negotiations (Lindblom, 2018).
	Based on the above, the main objectives that this report tends to supplement will be:
· Evaluating” fire & rehire” practices in the UK labour market, analysing their approach within British Gas as well as in other organizations.
· Consideration of the legal implications within the changes of the contractual terms.
· Analysis of the new contractual conditions and their impact on the rehiring of employees. 
· Analysing the involvement of HR in these issues and considering whether traditional models of HRM provide an appropriate approach to modern labour relations management.




  

	

















2. LITERATURE REVIEW
The literature will outline the definitions and make a brief introduction to the terms in the field of employment, and the legislative issues facing the labour market. Thus, to maintain a competitive advantage any organization in the dynamic modern environment must place special emphasis on innovative and skilled resources in strategic management, especially human resources (Nikolić , et al., 2022).  It will also highlight the contemporary role of HRM in the context of professional mapping and professional adaptation of the employee after the stages of employment such as recruitment and selection. Thus, the professional adaptation of employees is manifested not only after the stages of employment, but also with the challenges of technology, regulations, production culture (Klochkov, et al., 2017). Therefore, the perception of how to deal with these issues by the employer will allow the establishment of an appropriate system of professional development and will train employees to the changes that follow.
2.1 Recruitment, Selection and Hiring Process
Otoo, et al. (2018) conducted a case study whose object of study was the two practices of HRM, namely: recruitment and selection. The study was based on interviewing 128 people, analyzing the method of recruiting and selecting them in the public sector in higher education. According to the authors of this article, one of the primary functions of HRM is to recruit and select potential employees. Thus, the report distinguishes between recruitment and selection. In this regard, the author emphasizes that recruitment is a process by which an organization attracts a certain number of qualified and talented people to apply for a certain job, outlining that the role of the HR department is to create competitive advantage by effectively creating job design, description and its analysis. The report also highlights two methods of recruiting people: internal and external. However the selection process is the second stage in the hiring process, which if not effectively planned by the HRM department, can lead to major costs for the organization. Thus, the selection represents the choice of the most suitable person for the proposed vacancy.
Keller  (2018) stated that in addition to external recruitment of employees, a second  method namely,  internal employment, which involves filling open positions of people already employed in the company. This report outlines the term slotting, which is a process by which managers use personal relationships already formed in the organization with certain employees, offering them a position for a vacancy, without planning an open competition.
In relation to this, according to Keller (2018) three hypotheses have been identified regarding internal hiring:
1. People hired through the internal recruitment method, through an open competition will have higher performances than those hired through slotting.
2. Staff employed internally tend to hold a long-term position compared to those employed by slotting.
3. Staff hired by the internal method have a greater chance of being promoted after a certain period of time compared to those employed by slotting.
2.2  Firing – definition and process
CIPD (2019) stated that firing can be defined as a process that occurs when the employer terminates the employment contract with or without early notice, the term of the employment contract ends and is not redone, or the employee leaves with or without early notice due to misunderstandings with management.
Regarding the process of firing the employees one of the academic publications that incorporates this subject is the report written by Serfling (2016), which outlines and argues how high redundancy costs affect the structure of the company's capital.  Thus, if redundancy costs are increased, debt rates could arise or increase by minimizing the risk of staff unemployment. On the other hand, Gerali, et al. (2021)  claims that the two characteristics of the labour market: the unemployment rate and the centralized salary level, influence the efficient dismissal costs. 
Liebregts & Stam (2019), established the legal framework for dismissal of the employee, through employment protection legislation (EPL). Therefore, the Organization for Economic Co-operation and Development (OECD), has established five categories of employment insurance:
1. dismissal payment.
2. dismissal notice.
3. administrative activities.
4. the difficulty of termination.
5. additional processes for collective redundancies.
Thus, in the article, the author emphasizes that organizations can lay off employees with a shorter term of employment at no cost, while in the case of dismissal of long-term workers there is a fixed cost of dismissal (Liebregts & Stam, 2019).
	In the case of collective redundancies, this process is often connected with the business reason,  (Moncho & Rodríguez , 2018). Thus, this article highlights the differences between a normal dismissal, which is manifested by indicating the notice period or the contract termination fee and an urgent dismissal, which takes place without notice period or contract termination fees.
Another relevant point is that in the case of collective redundancies for business reasons (economic or technical), the employer must contact the workers' representatives (in the case of protected employees), and provide written information on this process:
· The cause of the collective dismissal.
· Number of persons to be fired.
· The total number of employees working within the organization.
· The deadline for the collective redundancies
· Methods and categories used in the selection of dismissed employees.
· Criteria for calculating compensation.

2.3  Rehiring- definition and process 

According to Hyatt (2018) rehire is a term that can be affiliated with boomerang hiring, which refers to the process by which an organization rehires a key employee who has been fired for professional reasons (offering a better position) or even personal, and in order of re-employing the company has maintained an external professional relationship with it. Jaye Matt (2021) argued that the role of the HR department and the recruitment team is to continue an external professional relationship with a competent former employee through various methods (e-mail, networking) and to show with certainty the concern for the commitment to the new job, increasing the chances of this former employee being rehired. 
The outbreak caused by Covid-19 caused several organizations, such as British Gas, British Airlines, Tesco, etc., to lay off staff under furlough schemes, and then re-employ them, as the costs of recruiting new labour are higher compared to re-employing former employees (Mamaysky & Fischman, 2020).




2.4  Legal Consideration

In the context of protecting the labour market and its representatives, the UK government has introduced several laws in the Equality Acts to protect their rights.
The aftermath of the pandemic crisis caused by Covid-19 has been a controversial topic in many areas, including labour law. Isaac Mamaysky and Wendy Fischman (2020) highlights some aspects of the results of the legislation regarding their protection and well-being during the pandemic, with the introduction by the UK government of a scheme called the Coronavirus Employment Retention Scheme (CJRS). 
Thus, an employee was under the "furloughed" criterion if an employee was subject to payable taxes and the employer requested to interrupt the activity for at least 21 days. 
However, Ewing & Hendy (2020) claims that employees with a permanent contract are more insured by law, which empowers employers to engage in "fire and rehire" tactics with lower conditions if staff are not willing to accept contractual changes. On the other hand, the author argues that an employee subject to "fire and rehire " tactics may convict the employer of being unfair dismissal, but the practice itself is not considered illegal by law if it is conducted correctly. 
The Advisory, Conciliation and Arbitration Service (ACAS) has communicated a few methods by which appropriate tactics can be undertaken by the organization in a manner consistent with applicable law, namely, "Change of Employment Contact." 
Therefore, Collins  (2021), emphasize the rules that the employer must consider:
· insurance against unreasonable dismissal.
· insurance in case of incorrect dismissal.
· the responsibility to undertake consultations in the event of collective redundancies.













3. EMPLOYMENT RELATIONS 

Nowadays, the HRM department establishes common administrative functions integrated within the activity of competitive organizations at national, international and global level.
As stated by Kaufman, et al. (2020) an impressive result of the global competitive economy, focuses on the individual responsibility of the employee to fit in and look for ways to improve in order to meet the basic standards of the job. In this context, Devaki Devi Puvada (2019) redefines HRM and introduces Strategic Human Resource Management (SHRM), which aims to establish organizational systems and structures in the workplace creating a favourable environment for the employee to acquire new knowledge, skills to create competitive advantage.
	Employment Relations (ER) refers as evidenced by the links between the hypostases of industrial life, outlining team or collective bargaining, trade unionism, discipline and handling of complaints, industrial disputes, administrative participation of staff and interpretation of legislation in the workplace. 
3.1  Human resource practices in employment relationships
In industrial or employment relations an important aspect refers to the influence and outcomes from the application of human resource management (HRM) practices in this field. On the other hand, the study of different types of employment relationships leads to an effective analysis of the implications of HRM practices in accordance with various situations, such as economic crises and global policies, which directly affect labour relations.
	In the UK workforce, the restoration of nationalism began with the proclamation of Brexit, which radically changed the legal framework of employment, having a direct link with employment relations ( Wright, et al., 2021). Thus, the new legal framework for employment highlighted the Talent Management strategy, which refers to the coherent establishment of key functions that participate differently in creating the company's competitive advantage, as well as creating a talented group of employees with high performance and skills and creating differentiated human resources (Cumming, et al., 2020). Hence, as the influx of immigrants circulating in the UK has determined that the human capital of the workforce has access to skilled, talented and experienced and innovative people (Dundon & Rafferty, 2018). De Boeck, et al. (2017) pointed out that because of the employees' talent management strategy, three reactions are expected regarding this practice: talent engagement, talent development, and talent retention.
Therefore, Figure 3.1 follows a strategic framework related to talent management tactics, which aims in employment relationships, that the talents in an organization must be developed, as a consequence of employees to have the possibility of professional growth, and the company to gain a competitive advantage.
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Figure 3.1 Philosophies of Talent Management
Source: (De Boeck, et al., 2017)
Emerging within the Talent Management strategy, a primary practice of HRM is highlighted, namely employee retention. In this context, the approach of employment relations was frequently requested with the beginning of the Covid-19 pandemic crisis, which at the same time with the triggered global economic crisis directly influenced the workforce space. 
The practice of retaining employees within HRM involves a system of procedures, implemented through which employees are motivated to work and be part of an organization for a longer period of time, whether until it is retired or purpose, the goal of the organization is fulfilled (Ivana, 2020). Thus, in this practice, the role of HR managers is to attract and retain talented and qualified employees. Hence, the practice of retaining employees with the onset of the Covid-19 pandemic crisis has become frequently used by various organizations. Consequently, in order to reduce the number of bankrupt businesses and reduce the number of unemployed, governments in developed countries, such as the UK in collaboration with employee unions, have implemented various employment schemes, which are manifested by various wage subsidies, such as furloughed schemes, often in combination with reduced working hours, flexible working negotiations, etc ( Wright, et al., 2021).
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Figure 3.2 Strategies and HRM practices
Source: (Ivana, 2020)

One of the strategies in HRM's employee retention practice is compensation and benefits, that includes: salary, reward, commission, implemented to motivate and influence the increase of the competitive advantage of the organization based on employment relationships (Chargar, et al., 2018). According to Dundon & Rafferty (2018), reward strategies legalize the different amount of remuneration on the organization's hierarchical scale. Thus, Covid-19 outbreak and with the employment relationship, changes in remuneration have become inevitable. Utitofon, et al. (2021) stated that as a result, in the case of employment relationships, organizations were forced to reconsider existing rewards and establish specific terms and conditions, as well as to change their existing agreement of compensation and benefits.
In fact, some organizations have resorted to various tactics to retain employees during the uncertain period of 2019-2020, such as dismissing employees and then re-employing them on new contract terms. 
3.2  HRM models role in modern labour relations- Harvard model

As already mentioned by, Kunze, et al (2019) the general role of HRM in an organization is well known, namely, to manage its most important asset, which is people or human talents. Thus, to determine the role of HR in the management of the people and the performance of the organization, HRM has developed models that correlate the link between HRM practices, the factors that influence the decisions and results of the organization.
Hence the Harvard model, which is one of the most applicable HRM models, as confirmed by Bondarouk & Brewster (2016), it is essential in modern contractual relations. Bratton,, et al (2021) argues that the Harvard model includes, in addition to HR policy, external elements such as social values, laws, the labour market, and the business conditions in which an organization operates.
	Harvard "map" as shown in Figure 3.3 outlines the main areas of HR policy:
· human resource flow: recruitment, selection, hiring, promotion, dismissal, etc.
· remuneration system: payment system, motivation, determination.
· employee influence
· [image: Diagram

Description automatically generated]working system: work and responsibility design.








Figure 3.3 HRM Harvard Model
Source: (Bondarouk & Brewster, 2016)
In relation to the contractual relations and issues that may influence the way they are conducted, the authors stated that the model shows the role and influence of HR policies by considering two aspects: 
1. Situational factors that are present in the external or internal environment of the organization, such as laws, social values, labour market conditions, unions, labour force attributes, business strategies. Thus, the police-legal factors, such as Brexit, and the social ones, represented by Covid-19, are analysed in the Harvard model with the correlation of the HR approach.
2. The goals of stakeholders, which cover both shareholders, management, unions, communities, etc., thus argue that HR strategies must be influenced by all stakeholders to meet long-term needs and be sustainable.
3.3  Employment protection legislation
Employment protection legislation (EPL) represents an institution model focused on rules and procedures that set the limits of the employer to hire and fire (Liebregts & Stam, 2019). The rules on employment and dismissal practices are included in the employment contract, which also incorporates the rights of employees and can be revoked in court.  In the UK and in Europe, labour relations are controlled by institutions such as the European Courts of Justice (ECJ), which in collaboration with courts and various organizations, such as Advisory, Conciliation and Arbitration Service (ACAS), legalize labour relations (CIPD, 2019). In this sense, both employees and employers are provided with information to help them understand the laws and regulations on the legislation underlying the labour market. Within the EPL, the status of the employee must first be established to be able to resort to legal implications. In this context, as shown in Figure 3.4, a self-employed, who are in grey zone where are also included dependent employees, are not usually provided with the same rights and protection as an employee.
Kahn (2018) pointed out in the context of labour market protection legislation (EPL) that the intention to protect the labour force is often seen as an external intervention in employment relationships that can lead to unemployment and poverty. The term regulation of the labour market leads to the idea of the correct distribution of incomes, of the social court, of the social insurance, etc. However, Dang, et al., (2021) is acquainted with other arguments that demonstrate the importance of the EPL within the company to improve both the justice system and the creation of the benefit of competitiveness:
1. regulations that establish a basic standard labour law framework in the context of pay, working time, and employee protection against abuse or dismissal may encourage organizations to invest in specific skills, involving HRM practices conducive to improve the legal aspect in this regard.
2. the regulation requiring the collective representation of staff at work may lead to maximizing the commitment and morale of employees.
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Figure 3.4 Classification of employees and ensuring the protection of labour law
Source: (OECD, 2019)
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Figure 3.5 Judicial process for labour complaints
Source: (Daniels, 2019)
Daniels (2019) showcased key UK institutions implementing and regulating labour protection laws:
· ACAS (Advisory, Conciliation and Arbitration Service: www.acas.org.uk).
·  The Central Arbitration Committee CAC (www.gov.uk/government/organisations/central-arbitration-committee).
· The Equality and Human Rights Commission (www.equalityhumanrights.com), appeared in 2007 as a result of the Equality Act 2006 and replaced three former organizations:
1. EOC (Equal Opportunities Commission).
2. CRE (Commission for Racial Equality).
3. DRC (Disability Rights Commission).

3.4 Approaching disputes in different organizations
The approach to various conflicts within UK is the result of the implementation of  ”fire and rehire” tactics by different organisations. 
 Tiemeyer (2021),  conducted a study analysing of the impact of the Covid-19 pandemic crisis on the airline industry. To this end, the author highlighted the airline British Airways (BA) and the approach led by its management by implementing a "fire and rehire" policy on employees who are part of unions.
Within BA, the fire and rehire policy involved re-employing flight crew by losing salaries and benefits based on seniority and collective bargaining. One approach by BA was to limit the power of the unions, namely the British Airlines Stewards and Stewardesses Association (BASSA) (Taylor, et al., 2019). The dispute between the company and the employees resulted in two years of internal negotiations, the unions being unable to support all the conditions presented, and BA failed to reduce the representation at BASSA of most of the cabin crew employees at Heathrow.
3.5  Contract termination
Contract termination or ending of employment may be explained as the termination of the employment relationship between an employer and an employee (Niziołek, 2017). Termination of employment may be manifested for two reasons, either the employee decides to resign voluntarily or is fired for good reasons by the employer. Gant  (2020) claims that the termination of an employment contract is one of the most important parts of an employment contract, and that the way it is terminated is related to safety at the workplace. Thus, Figure 3.6 shows the importance and advantages of terminating employment relationships in a mutually [image: Table
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Figure 3.6 Advantages of mutual agreement
Source: ( Semeryanova, et al., 2020)
As a result of the decision imposed by the World Health Organization (WHO) in March 
2020, the declaration of a state of emergency in public health, led to a major impact on employment relations (Webb, et al., 2020).  In this regard, Covid-19 imposed the temporary suspension of the contracts by implementing the furloughed scheme, which involved the payment of 80% of the salary up to £ 2,500 monthly (ACAS, 2021).  

4. FIRE AND REHIRE TACTICS
The role of HRM practices and models in ensuring the sustainability of the organization is sometimes uncertain and conservative. Therefore, Brexit and the Covid-19 pandemic crisis have demonstrated by implementing "fire and rehire" tactics that HR departments acting on behalf of the employer apply practices that do not create sustainability and are only in favour of the employer and not employees (Bal & Brookes, 2022).
 ” Fire and Rehire” policy,  as confirmed by Ferguson & Codd (2021) is manifested when the employing organization fires an employee offering re-employment on new contractual terms. Although the above tactics are not considered illegal, the involvement of unions is inevitable in the protection of member employees and collective bargaining. According to the Lindblom (2019), unions are fundamental institutions for a democratic society and workplace, as workers have the right to collective action and the union to be effective, and to ensure fairness, democracy and dignity in the workplace. 
Hence, in relation to "fire and rehire" tactics, ACAS (2021) has published a guide that highlights the main aspects that an employer should consider when it is necessary to apply contractual changes to avoid dismissal or re-employment:
· communicating with the labour force when changes are foreseen and trying to reach a common denominator on contractual variations.
· considering the views of employees and interpreting the possibility of making proposed changes to adapt to the new contractual terms to their requirements.
· considering that unilateral changes can be ineffective and can lead to legal disputes, affecting productivity and reputation.

5. Approach of  ”fire and rehire” tactics in British Gas industry
British Gas (BG) focuses on the energy of both the gas market and electricity. In 1986, the government led by Margaret Thatcher sold BG and triggered the privatization of the energy industry, thus becoming the national gas monopoly in the UK (Makholm, 2017). Retail gas supplier BG set up a company called Centrica in 1997, so BG's brand name allowed it to sell in the UK as British Gas, even though it had its own brand name.
	The dispute from 2016 when BG announced the closure of the call centre and the Oldbury office, which resulted in about 680 layoffs, along with the pension dispute, were just some of the disputes involving BG.
However, the winter 2020/21 dispute generated by the Covid-19 pandemic crisis highlights legal issues, contractual relations, unfair dismissal and the impact on employee well-being as a result of the implementation of  ”fire and rehire” tactics by the company management.
Nolan (2021) claims that BG used the "fire and rehire" tactics as a legal instrument to dismiss and re-employ employees on new contractual terms. In fact, the application of these tactics has aroused the involvement of unions, namely the GMB which is one of the trade general unions in the UK.
The company's management of "fire and rehire" tactics resulted in the participation of 7,000 BG engineers in a 44-day strike, after the organization announced that it would conduct layoffs for employees who did not sign up to agree to the new contractual terms (GMB Union, 2021). As a result of these tactics, approximately 500 engineers were fired, and the results of the negotiations were approved by GMB members by 75.5% to 24.5%. 
Negotiations between GMB and BG members resulted in the following clauses:
· increases in overtime rates and non-social class payments.
· setting the limit of the volume of unsocial work.
· cancels the decision to close the pension scheme with certain benefits for new employees.
· re-employment of those who left the business.
5.1  Employee engagement affected by ” fire and rehire” policy
Sun & Bunchapattanasakda (2019) identified two types of explanation of employee engagement, the first referring to employee involvement as a multifaceted construction consisting of: cognition, behaviour and emotion, and the second comprising a unitary construction based on state of mind, desire to be dedicated.  Also, as mentioned by Motyka (2018) the commitment of UK employers has become much lower with the onset of the Covid-19 pandemic and the application of various practices to reduce or change the characteristics of the workforce, negatively affecting the economy.
Thus, the employees' commitment was affected by "fire and rehire" tactics that did not consider the four elements (PIRK) that promote and support the practice of employee involvement, these elements as stated by Prieto, et al. (2020) refers to:
· Power, this being demonstrated by offering employees the opportunity to share their ideas to develop innovative techniques and implement them in order to achieve performance within the company.
· Information - employees must always be informed about changes in the company's budget, the facts that determined these changes and the consequences of the changes to avoid unfair dismissals, lawsuits, etc.
· The reward was also affected by "fire and rehire" tactics, the new contractual conditions suppressing the benefits and rewarding the employees, classifying them according to their seniority at the place of employment. Although, the HR department should consider offering bonuses and rewards depending on performance and employee involvement in the workplace.
· Knowledge, HR must focus on providing relevant knowledge about the consequences of changing contractual terms, the possibility of negotiating these terms and negotiation channels, in this sense employees would feel a support from the company and could keep the commitment even after changing the terms less favourable to them.






6. Discussion

The theoretical elements of analysis, definition and study of the impact of "fire and rehire" tactics have led to the obtaining of several theories and analysis of this policy applied more and more often by organizations. 
	The results of studying the "fire and re-employment" policy approach have shaped the role of trade unions, as confirmed by House (2021) union role is to ensure democracy in the workplace, arguing that unions are the most effective way to voice workers can be heard. In this context, the analysis of the legal implications in case of an unfair dismissal or in case of changes of the contractual terms before the termination of the contract is also included.  
 	Although the theoretical material in the employment relationship highlights the primary role of HRM and the HR department in ensuring personal and organizational performance, Butterick & Charlwood  (2021) argues that the Covid-19 pandemic has brought major inequalities in the labour market, emphasizing inequities that were settled at the place of employment. Therefore, the author argued that some policies that triggered unfairness towards employees were applied even by HR representatives, who acted on behalf of the employer.

7. Conclusion
In conclusion, the application of traditional practices and models within HRM and their impact on ERs is outlined. It is also established that a special importance is given to the legal framework determined for labour protection by notifying the term EPL. 
	Both the Covid-19 pandemic crisis and the Brexit political and legal factor have influenced labour market legislation in the UK. Ewing & Hendy (2020) argues that the emphasis on the situation created by Covid-19 has been abstracted from the ongoing talks on Brexit, namely the British government's evasion of complying with European standards on the labour market: equal pay, anti-discrimination, work, holiday arrangements, dismissals, consultations, etc. On the other hand, a special importance in the aspect of ERs and the legal implications generated by the use to the organization of some policies to the detriment of employees, such as "fire and rehire" tactics, is added to the unions, which according to Lindblom (2018)  have demonstrated a stronger questionable and consolidated when it acts outside the company's borders, author claims that the unions have normative justification. Consequently, through unions where the employee is subject to policies that cause harm by dismissing abuse or violating the terms of collective bargaining. On the other hand, an employer can effectively respond to employee claims if it demonstrates that the nature of the implementation of the techniques has legitimate business reasons (Weinbren, 2021).Even if the organization successfully imposes its new contractual term, its reputation can be severely damaged if the "fire and rehire" tactics are not properly applied. 
	Therefore, ACAS (2021) emphasizes the importance of communicating with employees before moving to contractual changes and conditions of employment, to avoid the moment when reputational risks are associated that acceptance of the "fire and rehire" policy was an ultimatum introduced by the organization.
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