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[bookmark: _Toc80374341]INTRODUCTION
  Organizations follow various strategies in order not to stay behind in the tough market race. It is vital for organizations to be able to manage staff costs, which are constant expenses, in difficult periods such as the Covid-19 pandemic. Well-established British companies such as British Gas, Saintsbury's and Weetabix have resorted to some methods in order to reduce their employee costs in this difficult period. The 'Fire and Rehire' tactic was the most striking of these methods and was met with a reaction by the public. This article reviews the practice of 'fire and rehire' tactics in the labor market by different organizations in the UK. The legal consequences of changing the terms of contract employment are discussed. The effect of changes in business conditions on employee engagement is examined. In this conflict, HR participation and traditional HRM models’ competencies are questioned.
[bookmark: _Toc80374342]THE CHANGING HR FUNCTION



[bookmark: _Toc80374343]CONTEMPORARY APPROACH TO HUMAN RESOURCES: PROFESSION MAP
  According to the CIPD professions map, all efforts are to achieve a certain purpose. The main purpose is to try to bring out good works. A roadmap should be determined by using specialized knowledge, core knowledge, and core behaviours in the most effective way. Employee experience, employee relations, inclusion and diversity, learning and development, organisation development and design, people analytics, resourcing, reward, talent management creates the specialist knowledge. And the core behaviours are about the ethical practice, professional courage and influence, valuing people, working inclusively, commercial drive, passion for learning, insights focused, situational decision-making. Core knowledge is also needed to adapt to rapidly changing external conditions. People practice, culture and behaviour, business acumen, evidence-based practice, technology and people and change are the fundamentals of core knowledge.
All these knowledge and behaviours should be brought together and effectively in order to use it under the leadership of evidence-based outcomes-driven and principles-led. Evidence-based means to make the right decisions in any situation. Behavioural science, academic research, organizational knowledge, and stakeholder concerns are all relevant evidence. Decisions should be made by taking into account the risks taken and the value of joining the organization in outcomes-driven studies. Three basic principles must be followed in order to make the right decisions beyond the rules and laws. These are work matters, people matter and professionalism matters. 
(Hague, 2021)




[bookmark: _Toc80374344]EMPLOYMENT RELATIONS 
A successful organization can be run without involving employees in management activities. Organizations conducted by taking the opinions of employees have a more sustainable success. Ultimately, it is the duty of the managers to take the final decision, but more participation of the employees and their ability to express their opinions can lead the organization to make more accurate decisions because hierarchically, employees are closer to the lower layer and especially to the customers. In addition, employees are happy to have an idea about the decisions taken about the Company. This can increase their commitment to the organization. For a more effective management approach, especially employee participation should be ensured.
Marchington and Cox published an escalator model in 2007 to rate employee participation in the company. The lowest level of this model is information, and the highest level is control. The authority to make decisions without taking the opinions of the employees at the knowledge level completely belongs to the management. At the control level, which is the highest level, the control authority belongs entirely to the employees. There are three different transition levels between these 2 levels in the form of communication, consultation and determination. There is an exchange of ideas between employees and managers at the Communications level, but the real decision-making authority belongs to the managers. At the consultation level, personnel fully express their opinions and take key decisions, but decision-making responsibility rests with the managers. In the co-determination step, decisions are taken with the participation of managers and personnel. Although the official use of decision making at this level is rare in the UK, it is a legally supported practice in Northern European countries. (Torrington, 2017)
[image: ] (Torrington, 2017)

[bookmark: _Toc80374345]EMPLOYMENT LEGISLATIONS
Legal regulations regarding HRM are effective in areas such as hiring and selection, paying employees, regulating working time, determining leave rights, ensuring an appropriate level of health and safety, relations with unions, retirement and firing. (Torrington, 2014)

[bookmark: _Toc80374346]DISPUTES
Conflicts within an organization may arise from rumours and relationships that adversely affect individual and group interests. These conflicts can be between individuals and/or groups, or between employees and their employers.
The subject of recent government policy reform in the UK is to try to solve problems as soon as possible by keeping them in-house.
According to research in Ireland and Wales (Roche and Teague 2011, Hann et al. 2016) three different types of workplace disputes have been defined. These are;
 individual disputes (between individual employees and their employers)
conflicts between employees (between colleagues but not directly involving the employer)
group disputes (between groups of workers and their employers)
Small organizations use off-site providers, such as HR consultants, who reflect their more limited resources to resolve conflicts they encounter in the workplace. Larger organizations use their own HR functions but prefer law firms in limited situations where they use off-site providers. In organizations with an HR function, the organization is very likely to seek advice on disputes from this source.
The majority of large organizations have established formal policies to prevent all 3 types of conflict (individual, inter-employee conflict and group conflict). They stated that they implement their policies flexibly rather than rigidly. (Hann & Nash, 2020)

[bookmark: _Toc80374347]ENDING THE CONTRACT
There are three types of dismissal requests that can be brought to court of law in the UK. The rights related to the wrongful dismissal law are the longest-existing rights. A person claiming to have been unfairly dismissed complains that the manner of dismissal violates the terms of the employment contract. Constructive dismissal occurs when the employee feels compelled to resign as a direct result of the employer's actions. In this area, the law aims to deter employers from trying to avoid layoffs by forcing people to resign. The third most common category is unfair dismissal. This dismissal category, which poorly meets the expectations of the law set out in the Employment Rights Act 1996. (Torrington, 2014)
[bookmark: _Toc80374348]DISMISSAL
An employer must demonstrate that the reason for firing an employee is for one of five reasons: 'another significant reason', the employee's 'ability or qualifications', the employee's 'behaviour', severance pay employee, violation of a duty or statute. If the employer cannot show the reason for the dismissal, the dismissal is considered unfair. And claims of unfair dismissal should be enforced in employment tribunal. To file an unfair dismissal complaint with an employment tribunal, the person must be an employee, have been employed continuously for two years or more, have not been employed in the police service or the armed forces, and have been normally employed. Great Britain. (Cabrelli, 2012)
Many employment rights only begin after two years of employment. Until then, workers can be dismissed with one week's notice. In many firms, the longer employees work, the more entitlements they receive on dismissal, on better terms. In this case, at the end of the dismissal and reemployment process, the rights of the workers for the time they worked will be reset. Long-time employees should not be treated as new hires if they are laid off and rehired immediately or by the following week. (King, 2021)

[bookmark: _Toc80374349]FIRE AND REHIRE PRACTICES DURING COVID-19
Due to changing working and business conditions, managers expect employees to adapt to the new situation. In order to be able to accept the new situation, new contracts are offered to the employees. This requires some fire and rehire practices. 
Throughout 2020, public attention to the use of fire and rehire practices has increased in the context of the COVID-19 pandemic. This included examples of industrial unrest linked to the use of dismissal and re-engagement by a number of large employers in England. The pandemic has required many employers to take a radical view of business, both in rapidly adapting to emergencies and ensuring their long-term sustainability. It has been seen that some employers use layoff and rehire practices to overcome this situation. It has also been observed that some employers use it as an excuse to mitigate the negative effects of the pandemic and as a tactic to harm real workplace dialogue about change.
There are instances where fire and rehiring were used in a wide variety of workplace conditions, both before and during the COVID-19 pandemic. These included: redundancy scenarios associated with both minimizing redundancies and maximizing overall staffing by making relevant changes to remaining staffing contracts, to improve the terms and conditions of both business transfers and other contexts; bringing temporary or permanent flexibility to contracts in terms of working hours, shift patterns, pay entitlements, or employment security. 
Media reports of fire and re-retrieval use focused specifically on a small number of cases in the aviation sector (including British Airways, Heathrow Airport Ltd and catering firm Dnata Catering UK) and British Gas (Centrica), University of Sheffield and Tesco. Each of these examples includes disputes between large employers and unions. (Acas Officials, 2021)
The government does not record the number of fire-rehire implementations, which means that more and more companies are resorting to this method. According to research, this practices are used not only among large companies, but also by small businesses and employers.
Dismissal and rehiring are not illegal, but employers must formally consult workers and unions and comply with established notice periods. When the process is not followed properly, workers can take legal action through labor courts or courts. Employees and unions may object to firing and rehiring because it was not done fairly, such as when some groups of workers are treated better than others.
The Labor Party, the SNP and the Liberal Democrats think fire and rehiring should be prohibited by law.t
The government does not plan to ban it, against this Boris Johnson thinks firing and rehiring cannot be considered a negotiation tactic. Government minister Paul Scully said employers should use it as a last resort when they can lay off workers. (King, 2021)
[bookmark: _Toc80374350]THE BACKGROUND OF THE BRITISH GAS COMPANY’S FIRE AND REHIRE TACTICS
[bookmark: _Hlk80363173]Fire and rehire proposals led to strongly supported strike votes in a number of cases where large-scale strike action took place in British Gas/Centrica. (Acas Officials, 2021)
British Gas launched fire and rehiring plans last summer. He claimed this was done to increase the productivity of engineers who installed and repaired boilers and heating systems for the company's 9 million service customers nationwide.
Employees will accept new terms or face dismissal, including increased working hours and reduced wages on weekends and public holidays. It has given its employees until April 1, 2021 to accept these conditions.
Although this is a legal practice, it sets a dangerous precedent for workers in the UK.
Under the new contracts, full-time engineers will be required to work an additional three hours per week, or a total of 40 hours per week, and will not be paid a higher wage to work as needed on weekends and public holidays. British Gas has promised to pay for overtime hours for two years and will then make that amount available as a performance bonus. (Ambrose, 2021)


[bookmark: _Toc80374351]MANAGING DIVERSITY AT WORKPLACE
An important aspect of good human resource management is to encourage and support diversity in the workplace. Valuing everyone in the organization as an individual. UK legislation sets standards such as age, disability, race, religion, gender and sexual orientation. This effective inclusion and diversity strategy aims to contribute to the well-being and participation of employees and add value to the organization, along with regulatory compliance.
Advancing diversity for organizations starts with overcoming prejudices and changing established negative attitudes. Organizations should develop new employment policies and practices to manage this. It should take a systemic approach, managing inclusive approaches to personal behavior and managing equality and diversity issues in a way that also supports business contexts.
Businesses should examine their own people management practices and act accordingly to understand where the barriers to diversification lie.
A strategy is needed that embraces the diversity of work practices across the organization. The strategy needs to be supported by organizational values ​​and leader and manager behaviors that are inclusive, consistent and reflect the importance of diversity. It is good policy to demonstrate that the organization takes its legal and moral obligations to be a diversity employer seriously, while there is no legal requirement to have a diversity policy. The organization creates a positive corporate culture by encouraging employees to treat others equally.
The strategy to be implemented in order to ensure diversity within the company has some features. Determining a general strategy, ensuring that employees are trained in line with this strategy, managing communication between employees, giving importance to learning and development activities, measuring and strengthening the relationship between employees are the basic steps in the implementation and success of the diversity strategy. (Wahab & Green, 2021)
[bookmark: _Toc80374352]EMPLOYMENT ENGAGEMENT AND WELL BEING 
The components of engagement has been modelled by The Institute for Employment Studies (IES).
               Engagement is the cohesion and effort that the employee spends while focusing the energy on a specific goal, and the personal initiative towards organizational goals is clearly seen by others. According to the research published by MacLeod and Clarke in 2009, employee engagement can take different forms, but three views stand out in particular. These are work engagement, organizational commitment and analytical approach. According to the analytical approach, work commitment and organizational commitment are combined.
Engagement is the level of employee involvement and identification with the organization. Organizational citizenship behavior is employee behavior that goes beyond the sense of duty, is optional, and is not explicitly recognized by the official reward system of the employer organization and contributes to organizational effectiveness. Motivation is the force that creates, directs and sustains the behavior. If the behavior is due to the work itself or self-generated factors, this is intrinsic motivation. Extrinsic motivation is when behavior occurs when something is done or when people do it to motivate them. It is the job itself, not pay or recognition, that creates positive feelings of commitment in employees. Engaged employees feel that their work is an important part of their lives.
Developing a culture that generally promotes positive attitudes towards work, encourages interest and excitement in people's work, reduces stress, and recognizes the importance of social interaction will be a strategy for increasing work engagement through the work environment. Employees who entertain themselves in the work environment, are supported and developed by the management, and are self-satisfied and respected in the workplace will provide the best service.  (Armstrong, 2012)
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