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Introduction
British Gas is one of the biggest electricity supplier companies in the United Kingdom UK. British Gas is owned by “Centrica Companies”, (Nolan, 2021), which stand among the most significant providing services and power distribution across the country. It is also known as British Gas New Heating Limited and British Gas Services Limited.In addition to this, British Gas Service Limited is one of the country’s largest and most recognised names, providing top-notch energy services to almost 12 million households. British Gas Heating Limited is one of the most significant power-supply organisations in the United Kingdom. Furthermore, it is considered one of the UK’s Big Six leading electrical suppliers. However, British Gas has been suffering an economic crisis lately due to numerous identified difficulties in 2023. British Gas was criticised and penalised by the public after repeated media stories highlighted its poor human resource management HRM, customer service and the horrible behaviour of invading homes to pressure consumers. As a result, the firm lost 750,000 of its valuable customers the year 2017. In an atmosphere of intense competition, the corporation announced the dismissal of 4,000 employees in 2018, (Devereux, and Wadsworth, 2022). During the 2020 pandemic, the corporation said it would terminate over 5,000 employees to “stop any continued downfall.” The advent of the Covid-19 pandemic became a problem for every continent for an unknown period of time. The pandemic has been regarded as a historic event since it caused a significant impact on the way of our living and corporate structures worldwide, as well as affected the mechanism of Human Resource Management in a substantial number of business organisations. When no one ultimately realised the significance of unavoidable significant problems, the closing of central business execution and employees working from their homes started replacing standard practise, the pandemic’s influence on industries was evaluated critically.
1.1 Impacts of Fire and Hire on HRM
One of the practices that also took place during the pandemic period was the implication of “Fire and Hire”. The practice (Cruddas, 2022) known as “fire and rehire” represents one of the biggest negative impacts in the sector of Human Resource Management. This article will highlight several of the major and long-term conflicts and disagreements between the corporation ‘British Gas’ and its engineers working for the company. ‘British Gas’ and the engineers who are working for the firm concerning the new policy. In addition, modifications were introduced to their workplace conditions. ‘British Gas’ attempted to develop an effective and efficient working structure, perhaps in response to a continuing requirement to reduce staff costs and maintain market dominance. The discussions of nine months between British Gas employers and its employees in mid-2020 resolved several issues, which the GMB trade union supported in favour of the engineers. The corporation asked the engineers to sign another brand-new agreement which demanded them to work more time without any additional pay. Initially, almost 1000 engineers declined to sign because of the changes made in the contract to their employment contracts. As a result, British Gas implemented a “fire and rehire” strategy, forcing the engineers to choose whether to accept the new agreements and terms or risk their job. Despite this, the firm that controls ‘British Gas,’ ‘Centrica,’ fired approximately 500 people, around 2% of the company’s staff members, since those engineers voted to refuse the contract. The British Gas case shows the contentious “fire and rehire” approach. The organisation’s fundamental goal was to create an adjustment to increase productivity while decreasing costs. However, the initiative came under massive criticism, resulting in consequences, staff reductions in staff, and unemployment. It’s clear how people are affected, and the organisation will react to the changes, which might have significant consequences on employee engagement, motivation and even the atmosphere of the organisation. (Bogg, 2023)
1.2 Examining the practice of fire and rehire.’ 
The ‘fire and rehire’ concept (Nolan, 2021), resulted in a major controversial disagreement in the UK business community. ‘Fire and rehire’ is the process which applies method of ending a worker’s contract and then rehiring them on new contract conditions, often with lower salaries or fewer incentives and benefits. When studying the method of fire and hire operated by the organisations, it is important to study the arguments given by those who support and those who oppose the strategy of Fire and Rehire. According to research in 2023, the practice was illegal before and after the most recent pandemic of 2020, although it wasn’t banned in the United Kingdom. Firing and rehiring can be considered legal if some of the prior discussed requirements met. Primarily both the employee and the employer must give acceptance and secondly, both parties must acknowledge and accept any modifications to the contracts.   Regarding the study of (Davis, et al, 2023) the process of fire and rehire has numerous reasons, some of which are regarded as valid and others of which are denied. Those who support the approach of ‘fire and rehire’ argue that this strategy provides organisations with the adaptability to accept new policies and orders easily and efficiently, which are needed to make a place in the marketplace, maintain competitiveness with other organisations and control the company’s costs and other expenditures. They claim that allow organisations to make certain changes to their staff and working method promotes productivity and effectiveness in a challenging work environment. Furthermore, they claim firms can adapt conditions to market prices and maintain the long-term viability by changing employment contracts. However, on the other hand, critics believe that these firing and rehiring techniques are unjustified and wrong. It is also argued that this technique harms the security and stability of the job, affects employee rights, and converts the atmosphere into discomfort and ambiguity for the employees. Furthermore, it is believed that it may have a negative impact on employee peace of mind and passion and can also affect health, resulting in poorer efficiency and raises. This method may be conducted differently in every organisation. Others may use fire and rehire techniques lightly, but some may want to achieve more effective and massive performance. 

1.3 Changes and execution of Fire and Hire strategy
The economic condition of an organisation, the amount of competitiveness, and how they view employment opportunities might be a factor in how they execute the approach Fire and Hire. It is crucial to highlight that labour trade associations have raised concerns about the policy of firing and then employing someone again. It is assumed (Fooks, et al, 2023), as it puts the concept of labour relations at risk, affects trust between business organisations and their employees, and affects the working and interactions between employees and employers. The commitment of the employees to stick with current workplace rules and regulations has made the job situation of fire and rehire methods the focus of labour disagreements and protests. Authorities and politicians have recently focused more on the firing and rehiring process. Some argue for stricter controls and controls on implementing this method to safeguard employee rights and establish ethical hiring practices. Others highlighted the importance of clear organisational communication to create changes to employment terms made by genuine interaction and mutual agreement. Corporations need to adopt the “fire and rehire” strategy in a variety of situations. Before implementing this process, (Collin, 2022), any changes to employment contracts should be made, and both parties must provide consent. The terms of employment must be updated without consideration for the workers’ growth. A contract may become insufficient because of sudden changes made in an industry or any adjustment to how the work is performed. However, it is the employer’s ethical responsibility to carefully analyse why there has been a termination to be hired again under current conditions; when important changes in working practises occur, organisations usually extend prior agreements. When important changes in working practises are made, firms frequently attempt to reestablish previous agreements. The phrase change refers to transformation that make it harder for employees to go to work. Otherwise, it might have a detrimental impact on them. There is another situation in which an employee gets dismissed but still has the required skills that can considerably provide benefits to the company. In such cases, a firm is likely to rehire them at a reduced pay rate to work a few hours to fulfil the new agreement’s terms; the worldwide pandemic has boosted the implementation of the fire and rehire strategy (Bogg, 2023). Several labour organisations in the United Kingdom have stated that a significant percentage of employees were reapplying for employment under illegal terms, with the groups and companies profiting the most. Before implementing the strategy, (Bogg, et al, 2023), human resources management HRM departments must examine the possible consequences, as mistakes in the procedures could result in protests and prosecution. For example, a union member is looking into a protest against British Gas after the company forced employees to accept work in poor conditions. Since the lockdown in 2020, around 9% of employees have been forced to reapply for their employment unfairly with awful terms and conditions of employment. The practice of “fire and rehire” has the greatest impact on the labours and poor workers. People from the working class are mainly affected by the practice of “fire and rehire,” and implementing them again may have harmful effects. If a company fires employees without consulting them first, it may be claimed for unjustified dismissal. In this scenario, an employer will be forced to pay the workers according to the relevant rules; those who have fired or rehired workers without any cause, without following any employment rules, or without any systematic manner may also face penalties. It is an employee’s right to be acknowledged of any action before starting dismissal and rehiring to maintain truthfulness and good relations. Bad administration may cause negative consequences, such as a loss of business opportunities and can affect the organisation’s reputation. As a result of the Covid-19 epidemic, some businesses used “fire and rehire” as one of strategy to reduce the ratio of their employees. According to (Bernstein, 2022), the Trade Union, 10% of British employees faced the chance of being fired and rehired during the Covid-19 Pandemic in 2020. Young employees and people of different races were at greater risk of being dismissed and hired again. The employers may also face difficulty if the claims of discrimination and biases were proven and it turns out that age or ethnicity took part a role in the firing and rehiring process. Because of the influence of Covid-19 on the industries, some corporations and companies argued that it was difficult and very challenging but needed to reconsider employee contracts rather than just eliminating the staff. Several prominent UK firms have been lauded and chastised for employing the “fire and rehire” method during the COVID-19 outbreak. Several well-known corporations are alleged to have employed firing and rehire techniques throughout the epidemic:
1.4 Implementation of Fire and Rehire strategy by British Airways
British Airways is a well-established airline which is known for its remarkable performance in the airline industry in the United Kingdom. However, the pandemic affected the performance and the position of the British airline as it also came up with the idea to implement the strategy ‘Fire and Rehire’. Due to this, British Airlines also came under fire. It also received (Grefe, and Peyrat‐Guillard, 2020), that a lot of critical remarks and criticism for using the “fire and rehire” method during the COVID-19 outbreak in 2020, which was for sure a difficult period, and the whole world faced its consequences. In addition to the terrible economic crisis and conditions, the aviation sector also suffered all forms of difficulties, and the business looked up to make significant changes to its conditions of employment for those who worked there. Considering the terrible impact of the pandemic on the aviation industry, in April 2020, British Airways declared that it would be decreasing the costs and organising its business operations again. As part of these steps, the business suggested significant contract updates for its employees, including reduced salaries with few hours of work and changes in many other extra rewards and bonuses. According to (Bailey, 2023), British Airways’ opponents, this strategic approach affected the security of the job, restricted the rights of employees, and created an environment of worry among staff members. Labour unions protested the methods as unethical and requested extra protection for employees who faced such complex problems. Despite numerous critiques over British Airways’ practise of fire and rehire during the outbreak, it is essential always to remember that the carrier finally achieved deals with some of its unions. The sacrifices and negotiations led to agreements about finding an equilibrium between the company’s economic difficulties and protecting the rights of employees. The debate and arguments stressed British Airways’ participation in the execution of such strategies during the pandemic, as well as the necessity for ongoing discussions on the ethical behaviour, legality, and future impact of such measures on the UK labour market.
1.5 Reason of implementing Fire and Rehire strategy by British Gas
In addition to British Airways, British Gas is a significant player among the corporations that have widely adopted the “fire and rehire” strategy. According to the study (Ewing, et al, 2020), during the Covid-19 epidemic, the British Gas firm attracted notice for implementing a fire and rehire policy. Because of the firm’s constant adjustments, the company and its boiler experts disagreed. The conflict between British Gas and its engineering personnel started in the middle of 2020 when covid was at its peak. It continued for months, forcing the organisations to implement a new job contract that demanded the employees work longer hours without any extra pay. This debate was paused when approximately one thousand engineers refused the demand and adjustments. The participation of British Gas in the fire and rehire method was criticised and faced employees’ anger. Trade unions and labour groups also rejected this policy, which was against their benefits, stating it destroyed employees’ job security, reduced employee rights, and created a bunch of other problems at work. The disagreement and the subsequent use of “fire and rehire” techniques highlighted the moral and legal concerns with this strategy in the company. Many arguments took place regarding the importance of improving the protection of workers and the need for consultation when making any modification in employment contracts. Although the government of the United Kingdom is against the “fire and rehire” approach demonstrated by particular companies, (Collins, 2022), it is charged with creating detailed instructions for organisations and employers to prevent the need for firing and rehiring its workers. The essential components include consulting and addressing with workers concerning the need to update the current employment agreement, avoiding threatening against workers over any upcoming modification, finding solutions to the “fire and rehire” technique, and more. It highlights that the need of positive communication is necessary because communication among the workers and the staff can reduce the risk of termination. Even if a contract is already signed, the bad reputational that is caused by the company’s fire and rehire approach can be decreased if the employer tells the employees and the action, or any further transformation implemented in an organisation. A good level of communication and reasonable terms for employers towards the employees solve many significant problems without making any modifications to the office policies. 
2. Addressing the legal consequences of changing terms in an employment contract: 
2.1 Employment Laws in the United Kingdom
Modifying employment contract terms using the fire-and-rehire approach may result in serious legal consequences for employers and employees. Fire and rehire is when an organisation terminate previous contracts with their employees and offers the team new agreements with different rules and regulations. The following are the essential legal factors to consider when implementing the strategy of fire and rehiring in a company or organisation. However, (Galvin, D.J., 2019), while implementing a fire and rehire approach, it can go against the terms of the existing labour agreements in a company and cause severe difficulties and legal issues. Suppose any policy adjustment is made while neglecting the employees’ permission. In that case, they may be viewed as a forceful action of the terms, giving rise to employee claims of contract breach, and employees can take legal action against the organisation. The tactic to fire and rehire is made to immediately transform the rules and regulations from the existing employment contracts. The arrangements are legal partnerships and agreed agreements between the employers and employees, which need to be agreed upon by both parties or else it might be perceived as a contract violation if an employer or the company makes any king or alteration or change without any proper consent, permission or approval from workers as this could be construed as a breach of the initially agreed-upon terms. A change to a provision in an employment contract allows employers to modify the terms and conditions of employment. Yet in order to make adjustments to be legally recognised, the changed approach must be clear and straightforward, and the suggested modifications should be in the scope of its significance. Even if the modified part is incorrectly stated or the adjustments go beyond its intended scope, it may still be considered a breach of contract. According to (Freedland, et al, 2017), the laws to get a job in the United Kingdom is complicated to understand; it even underlines all kind of complexities and elements of the relationship between employers and employees working in any organisation. The main components of this agreement are the contract of employment itself, the employee’s standard salary, termination criteria and health and safety benefits, which should be mentioned in any contractual work. By highlighting all of the topics and difficulties faced by employers and employees, it has become easy to resolve any issues by the member of an organisation. It is our significant responsibility always to note that the laws of employment may be different from before, and there is detailed law to be implemented in any particular problem or circumstance. Therefore, it is constantly recommended by professionals to consult legal or take guidance from appropriate officials for proper and latest, updated reports. 
3 The potential impact of any changes on employee engagement
3.1 Employment Contract and employee engagement 
Employee engagement defines the employees’ dedication and shows how motivated and appreciated an employee is in the organisation. It is vital to enjoy achievements, loyalty bonuses, and creativity certificates from the organisation. Additionally, any kind of change in an organisation, such as investments, restructurings, or advancement in technology, might put the employees’ engagement at risk. A company should create an environment that promotes mental health first and be devoted to adjusting to those transformations. Hence, this research examines the elements to enhance and make improvements, such as commitments and the dedication of the employees to adopt new ways during advancements and uniting and considers when the change in a commitment is made. The most notable employee engagement research developed the previous investigations by determining other motivations. Learning, freedom to work, and psychological needs motivate workers to practice how work is done perfectly, which can help individuals to a prosperous working and development. (Burnett, et al, 2019)
3.2 How beneficial is Employment Contract and Employee Engagement 
In the research (Gutermann, et al, 2017), engagement defines the employees’ dedication and shows how motivated and appreciated an employee is in the organisation. A firm needs to make sure that its employees contend, and the company must also appreciate the achievements of the workers and offer loyalty bonuses and creativity certificates to its employees, As it will bring benefits to the company. Additionally, any kind of change in an organisation, such as investments or advancement of technology, might put the employees’ engagement at risk as they are unaware of such modifications. A company also work to make an office environment which promotes mental health first and encourages its employees to adapt and accept those transformations. Hence, this article examines the elements to enhance and make improvements towards the commitments and dedication of the employees to adopt new ways during advancements and uniting and considers when the change in a commitment is made in an organisation.
3.3 New adaptable learning: 
The most considerable employee engagement research developed on the earlier experience (Eisenberger, et al 2016), found that motivation depends on new and adaptable learning, freedom to work, and psychological needs to motivate workers to practice how work is done perfectly. Employee engagement can also help individuals to prosperous working and personal development. The primary demand for satisfaction is closely connected with an employee’s commitment to any organisation. Suppose a company is providing a good environment and joy to its employees. In that case, the employees will undoubtedly be accomplishing their jobs with complete sincerity and dedication while giving value to the work, helping workers realise how important they are to the organisation and keeping them motivated. Furthermore, there is also a chance for the staff member to work with complete freedom, and workers may motivate others to work hard in the association. Moreover, the work will improve the dedication of the workers. Worker commitments and loyalty require space and rewards. Motivation and work sincerity depend on the connection and reasonable terms and conditions of the employers and employees. Analysis has discovered that good mental health helps a person to create a sense of self-growth if we apply a motivational approach, which will increase the chances of group participation and complete concentration of the employees towards the work. However, creating and devoting entirely to such significant aims (Ahmed, et al, 2020), involve someone’s values, behaviour, and dreams, which are also helpful elements of the employee’s originality. An experiment has also found a connection between nature and the flow system, in which a link is created between innate stimulation and motivation and natural experience to feel something. Flow is a wide sensation and emotion that employees feel when they are wholly involved in their work. The relation between internal motivation and feeling of flow provides belief and self-trust by observing involvement in the need for freedom.

3.4 Impact of changes in contracts on employee engagement.

In the study (Braganza, et al, 2021), modifying the employees’ contract can cause different consequences in how the employees are engaged in an organisation. The nature of the modifications depends on the overall job atmosphere and the terms and interaction, and execution of the changes, which will overall influence specific outcomes. Here are some potential consequences. However, the worldwide economic crisis has ended up resulting in significant changes in company work and duties. Employee engagement is crucial for the benefit of the individual and the organisation. Employees may need to understand the boundaries of the contract to stop the company from accomplishing the goals it sets. In any firm, a way to manage employee engagement approaches is necessary. More demanding requirements and constant accomplishment can promote staff devotion and collaboration toward the company and the job. 
3.5 Making improvement in employee’s engagement 
According to the study (Naidoo, et al 2019), since there is a lack of resources, companies are focusing entirely on reducing expenses while improving productivity and desired outcomes, as reducing different steps can reduce costs over the long run. Organisations must also focus on enhancing and making improvements in employee engagement techniques by working on cost reduction strategies, as decreasing expenditures and switching the method could be more consistently helpful. Employee engagement has become one of the most challenging duties in the modern workplace. Also, rigorous rules, strict terms in a firm, and other remaining problems could make employee engagement and work performance easier for any organisation. This component affects management since work, concentration, and commitment are essential to run an organisation successfully and effectively. Organisations with highly involved employees beat their competitors in terms of customer satisfaction, sales, and worker efficiency. If changes to an employee contract are clear, understandable, well-defined, and properly communicated, they may present transparency regarding the worker’s duties, goals, tasks, and earnings. Workers’ dedication and connection towards the organisation’s purposes may increase when they understand their duties and how they are rewarded. Yet implementing modifications to contracts with workers, particularly those requiring significant salary, benefits, or job security changes, can generate employee uncertainty and concern. Employee engagement can also suffer due to this instability, resulting in zero motivation and efficiency.
3.6 Discriminatory modifications
Modifications made in a contract that is considered discriminatory or in favour of particular persons or groups can be painful feelings, generate jealousy, and reduce employee engagement with one another. Employees might wonder about the organisation’s commitment to their success, leading to quitting form jobs. (Soares, and Mosquera, 2019). Making changes to employees’ contracts might impact their views and cause a loss of confidence within the organisation. Transparency and good communication skills, including of the employees when making important decisions for the firm and solving any problem or difficulties, take part in developing trust—employees who rely on the employers that any issues faced during the job will be solved. The employees will possibly stay determined through the difficulty and development process. The changes made in employment contracts employees might affect how employees see their worth in an organisation. The participation level can decrease if differences are noticed to reduce the importance of anyone’s contributions or to reduce work satisfaction. The company should convince the employees to adapt to new terms of the workplace, the guidelines or other words, if the agreements are changed. Employees who adapt to changes and accept further learning and new skills are more potentially able to grow. (Guarnaccia, et al 2018)

HR involvement and traditional models of HRM and the progress of Human Resources Management in four domains
4.1 Human Resources Involvement in Fire and Rehire Strategy 
Human resource management or HRM is an organised and detailed approach to an organisation and a prosperous and efficient personnel management process. In the article (Bal, and Brookes 2022), in United Kingdom, to help firms achieve economic power. It helps to increase the efficiency of the staff by supporting them in fulfilling an organisation’s strategic goals. Human resource management thoroughly focuses on methods and strategies for directing staff members of the organisation. The human resources department has the responsibility of monitoring benefits for worker design, employing new workers, training and development of staff, and managing and resolving the problems and other issues in the company, including evaluations of the employee’s work-related performance, and incentive management, in addition to administering pay and employee insurance policy programs. In the study (Wang, et al, 2022), Human resources are additionally associated with organisational improvements and workplace dynamics and keep a balance in-between relationship between the employees and the employers. However, the execution of the fire and rehire strategy, the Department of Human Resource Management HRM policies can provide specific beneficial strategies for firms to participate in the changes made while following the legal standards sincerely. It may help teams in succeeding in court. Furthermore, HR may confirm that the firing and rehiring strategies are followed accurately and with complete sincerity. Similarly, human resource management managers can work with other business leaders to resolve difficulties with employees who are not in trouble and build a hiring strategy again. (Bernstein, A., 2022)

4.2 Traditional Human Resource Management Purpose

According to (DeCenzo, et al 2016), traditional human resource management mainly concentrates on handling professional relationships and communication in a standard administrative network, which faces challenges in efficiently running everyday jobs and work associations. However, some parts of Traditional Human Resource Management always play a part in prominently managing employer and employee relations. The Role of Traditional HRM Approaches in Managing Modern Employment Relationships “Change” is the key to maintaining business sustainability. The world’s development and continued advancement have similarly changed our way of living. It keeps growing and evolving around us in many ways, including the attractive area of human resource management. Organisations must require an HR department that can grow with them and adapt to new market circumstances to meet the business’s requirements. (Jabbour, and de Sousa Jabbour 2016),
4.3 The modern department of HRM
The modern Department of Human Resources Management in the United Kingdom has a great starting point. HR was once considered to be a managerial component of the company. Human resources professionals in the United Kingdom are responsible for ensuring that hiring guidelines and requirements are followed with honesty. On the other hand, traditional Human Resource Management Systems provide the fundamentals for understanding and carrying out legal requirements associated with some important subjects such as hiring contracts, inequity, safety and securing the rights of employees, and the management of salaries. Employees are treated in ways that primarily suit the company’s goals under standard HR management. The needs of the organisation are highlighted here. The laws and regulations are created with the most critical goals in mind of the organisation. Staff management in the United Kingdom is growing and evolving as human resource management (HRM) principles are expanding, and demands are increasing daily. It has been interpreted as an increasingly prominent risk for the expert advisors’ entire claims of professional expertise. 
4.4 The progress of Human Resources Management in four domains
The research (Mathis, et al, 2016), tries to determine the difference between the two types of real and fake information by measuring the progress of Human Resources Management HRM in four domains commonly associated with Human Resource Management parameters, i.e., commitment, flexibility, outstanding performance, and effective planning. The mentioned elements provide background, but HR must keep updated on law developments to manage interactions with staff members efficiently. Though traditional HRM approaches create a structure for managing employment relations in the UK, they may need to be updated to meet the demands of today’s evolving and modern work environment, Variable hours, satisfaction with career goals, equal opportunity events, and frequent job-related input. Personal growth strategies play a meaningful role in improving an organisation. 

Conclusion:

To summarize it can be stated that British Gas being one of the biggest electricity supplier companies in the United Kingdom UK has suffered various economic crisis. Along with this, it was also criticised and penalised by the public after repeated media stories highlighted its poor human resource management HRM, customer service and the horrible behaviour of invading homes to pressure consumers. For that fire and rehire strategy was planned by the business community of the UK which was illegal as it creates a major legal risk and could adversely impact motivation, performance, and employee relations with among employee belonging to other sectors as well. Additionally, pandemic also created an indestructible impact on aviation sector as well leading to implementation of fire and rehire strategy by which it faced a lot of criticism. Moreover, economic crisis also led British airways to decrease it cost due to economic crisis. Furthermore, the Fire and rehire is when an organisation terminates previous contracts of employees and offers the team new agreements with different rules and regulations. However, modifications of the employees’ contract can cause different consequences in how the employees are engaged in an organisation. Lastly, the employee agreements can be modified by effect human resource management approaches a structure for managing employment relations in the UK would be created.
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