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[bookmark: _Toc143382892]INTRODUCTION 
People management is the process of recruiting, training, engaging, and retaining employees to maximise their talents and the company's aggregate productivity. Individuals' needs, special skills, and career aspirations are considered in human resource management strategies, while also ensuring that these factors correlate with those of the organisation (Sharipov, Krotenko and Dyakonova, 2021). Strategies for managing people have the potential to determine whether an employee's experience is poor, average, good, or exceptional. 
Due to the recent modifications to the operation of HR systems and procedures, the essence, extent, and scope of people management have all shifted (King and Vaiman, 2019). Additional examples include safety, wellness, communication, benefits, and administration. Effective people management requires a comprehensive understanding of the individuals who comprise an organisation, including their personalities, motivations, and personal and professional goals. 
Individuals and groups can achieve deeper mutual comprehension by cultivating empathy, attentive listening, and a people-centric perspective. The company chosen for the completion of the current report is British Gas, founded in the year 1997 and headquartered in Staines-upon-Thames, England, United Kingdom. The area in which British Gas serves is the United Kingdom only with their main products/services as gas, electricity, boilers, and central heating, plumbing and drains, renewable energy and home appliance services for meeting the needs and requirements of customers. 
[image: ]
Figure 1: British Gas Logo, 2023
Source: Logos.net, 2023
The industry in which British Gas deals is the utility industry. Considering the issues that have been faced by the company, it is related to managing staff costs which is a constant factor for organisations as they focus on their position retention in the markets. This makes it crucial for the companies to focus on developing efficiency and effectiveness for scrutinising working practises and reward strategies for meeting business needs and requirements. 
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[bookmark: _Toc143382894]1. The Legal Aspects Impacting Due to Changing Contractual Employment Terms – British Gas 
Contractual employees are individuals who receive a fixed fee to work for a specified timeframe or on a certain project. Companies may also refer to these types of employees as independent contractors, contract workers, freelancers, or work-for-hire staffers (Haak-Saheem, 2020). Companies often hire contractual employees for their expertise in a particular area, like writing or illustration. When contractual employees work on short-term projects, they receive pay on a weekly, bi-weekly, or monthly basis or upon completion of a project. 
The term "fire and rehire" refers to a situation in which a company fires an employee and then offers them a new contract on different, often less advantageous terms. The government has made it abundantly clear that it disapproves of this practice as a negotiating tactic, and it has also made it abundantly clear how it expects companies to treat their employees (Hongal and Kinange, 2020). This will be accomplished through a proposed legislative code of practice. The government is cracking down on employers who employ contentious dismissal strategies (Mousa and Ayoubi, 2019). The policy, which is subject to a consultation period, will make it abundantly clear to employers that they cannot use the threat of firing workers to coerce them into adopting new conditions, and that they are required to engage in open and honest dialogues with their employees and representatives (Craig and De Búrca, 2020). 
There may be legal consequences associated with the procedure of being dismissed and then rehired. If an employee has more than two years of service, they may be able to submit a claim for unjust termination if their current contract is terminated, as this is the same as dismissing them. This is true even if an employee consent to the modifications, despite the likelihood that the value of any claim in such a scenario would be substantially diminished. Due to the COVID-19 epidemic, the problematic practice of dismissal and re-employment has gained prominence (Doorley and Garcia, 2020). In contrast, in October 2021, the government thwarted an attempt to enact a law that would have made it unlawful for companies to dismiss workers and then rehire them under less advantageous terms. Instead, towards the end of 2021, ACAS issued more guidance to businesses on how to avoid having to lay off and then rehire former employees.
In the current situation, British Gas has initiated to make use of the fire and rehire policy for making employees agree to the new terms and conditions for working. some of the main legal implications for changing the contractual employment terms of British Gas have been provided in the report:  
I. In case, the initial employment contracts contained specific provisions guaranteeing specific benefits, remuneration, or working conditions, changing these terms without sufficient agreement could be considered a breach of contract. This is since altering the terms would violate the original employment contracts. There is a chance that employees have legal grounds for contesting the changes (Gregory, 2020). The specific provision or terms that have been violated will determine the type of contract breach that has occurred, as well as its repercussions. If the transgression is of a condition that is essential to the performance of the contract, this is known as a "repudiatory breach," and the other party has the right to terminate the performance of the contract.
II. The practice of terminating employees and then rehiring them under less favourable terms could be considered unlawful dismissal, especially if it is perceived to circumvent employment regulations or discriminate against employees (Bastos and et al., 2020). If an employee believes they were terminated without cause, they have the legal right to submit a claim for unjust dismissal against their employer. Typically, they have three months from the date their employment was terminated (i.e., the date they were dismissed) to file a complaint with an employment tribunal. This is the date of their dismissal. 
III. The "fire and rehire" policy may give rise to claims of discrimination if it has the effect of negatively affecting a particular group of employees, such as those of a certain age, gender, ethnicity, or other protected characteristic. Any kind of discrimination that is prohibited under the Equality Act is illegal. You have the right to take legal action under the Act if you feel that you have been subjected to illegal discrimination.
IV. Before making substantial adjustments to employment contracts, businesses are required by law in several nations to consult with the affected workforce or a representative of that workforce (Mbah and Wasum, 2022). Employers could also be required to provide sufficient notice of any proposed modifications.
V. Legal public relations have the potential to substantially alter a legal practice's profile and reputation. It is possible to influence public opinion and make significant progress in enhancing the image of a law firm. It may help a law firm stand out in a competitive market, and it can establish credibility and leadership in novel ways. These are all advantages obtained by employing this strategy. Legal public relations are a rapidly expanding industry that is closely related to law tech. 
VI. PR has always been associated with large corporations and substantial financial resources. Smaller businesses, on the other hand, have realised the importance of investing in public relations (Bently and et al., 2022). The employees are part of a union, the union will probably need to first approve any proposed changes to their terms and conditions of employment by the collective bargaining agreement.
VII. Employees may assert that the changes are so significant that they amount to a de facto dismissal. A constructive dismissal occurs when an employee resigns due to a contract violation by the employer. Employees may argue that the changes are so substantial that they constitute a de facto dismissal. The implementation of a programme known as "fire and rehire" may have negative effects on the company's public image and reputation, leading to consumer boycotts or other forms of public response (Quesenberry, 2020).
Other Cases Related to the Implementation of Fire and Rehire Strategy 
The case of Khatun v. Winn Solicitors Ltd. is a great example of what can occur when a fire-and-rehire strategy is inadequately managed, and it is instructive to examine the case's outcome. An employment tribunal determined that there had been no substantive consultation, even though the employer had a valid business reason for wanting to alter employment contracts (Stevens, 2022). This was the determination made by the employment tribunal. Ms Khatun was given one day (24 hours) to accept the changes or face the possibility of termination; she was not permitted to contest the decision. 
This led to the conclusion that she should not have been dismissed. Importantly, once the Statutory Code on Fire and Rehire has been published, employment tribunals and courts examining relevant claims, such as unjust dismissal, will be required to investigate whether an employer has followed the advice (Johnstone, 2023). This is something that must be remembered. 
In addition, they will have the authority to increase an employee's pay by up to 25 per cent if an employer violates the code during a termination or rehiring process. A plan involving the termination and rehiring of employees has the potential to harm employee engagement and morale, particularly if employees are not kept informed throughout the process (Lansley, 2021). In addition to the prospect of legal action, this risk exists. It is also capable of causing significant damage to a person's reputation and, in some industries, may result in the prospect of industrial action. 
[bookmark: _Toc143382895]2. The Impact of Changes Due to Changing Contractual Employment Terms on Employee Engagement 
The term "employee engagement" is used to describe the extent to which an employee is enthusiastic about his or her employment, is committed to the organisation for which he or she works, and tries to fulfil their responsibilities. Engaged employees exhibit self-efficacy, a high level of optimism and resilience, and the belief that they can influence and succeed in their profession by possessing self-respect (Braganza et al., 2021). As a result, managers at all levels are strongly encouraged to examine the perspectives of their employees concerning the psychological contract. This study examines the perspectives of line managers regarding the influence of the psychological contract, which outlines the obligations and expectations of both employees and employers, on employee engagement (Gordon, 2020). The psychological contract describes the obligations and expectations of both employees and employers.
Emotional involvement necessitates establishing genuine relationships with both colleagues and supervisors within the organisation. When employees believe their supervisors are invested in their professional development, they are more likely to contribute to the company's success (Soares and Mosquera, 2019). When employees believe their work contributes to the success of the company, they are more motivated to exert extra effort, work harder, and deliver superior performance. The factors that have the greatest impact on employee engagement are emotional satisfaction, perception of justice, personal development and culture, transparent communication, and financial recompense (MM, 2021).
Employment contract modifications can impact working-life quality, job insecurity, health, and work-related attitudes (Arslan and Roudaki, 2019). Core employees are essential to the company's operation because it is difficult to replace them due to the scarcity of the skills, knowledge, and experience they possess, in contrast to secondary segment employees, who are more easily replaced. Employees who are essential to the operation obtain employment that is both more stable (permanent) and of a higher quality (characterised by enhanced working conditions, job content, work relations, and terms of employment) as a direct result of this (Alshaabani et al., 2021). Consequently, the latter frequently obtain impermanent employment contracts. In the paper, it is stated that the impact that modifying contractual employment conditions may have on employee engagement within the organisation should be considered: 
Concerns Regarding Employment Security 
Permanent employees typically enjoy greater job security than contract employees. When employees are employed on a contract basis, they risk having their employment terminated after the contract's term (Kutaula, Gillani and Budhwar, 2020). This uncertainty may cause anxiety and a decrease in employee engagement, as workers may be hesitant to devote themselves fully to their jobs if they believe their efforts may not yield long-term benefits.
Dedication and Loyalty to the Organisation 
Permanent employees frequently have a stronger sense of commitment and loyalty to their employer (Davidescu et al., 2020). Due to the brief duration of their employment, contract employees may feel less connected to the organization's overall mission and values. It has been demonstrated that a diminished sense of belonging is associated with diminished levels of engagement.
Advantages and Perks
Permanent employees typically have greater access to benefits, such as health insurance, retirement programmes, and paid time off. Moreover, permanent employees usually receive a higher salary. It is possible that contract employees will not be eligible for these benefits or will receive them at a reduced level. Their level of participation may be affected by their perception that they are receiving unequal advantages (Riyanto, Endri and Herlisha, 2021). Permanent employees typically have access to a greater variety of opportunities for professional advancement and advancement within the organisation. Contract employees may have fewer opportunities for advancement, which may contribute to a sense of being trapped in a routine and a decrease in engagement with their work.
Establishing Relationships
Due to the short duration of their employment, contract workers may not put forth as much effort in cultivating solid connections, which may have a negative impact on cooperation and collaboration (Liu et al., 2020).
Inspiration and Efficiency
Permanent personnel may be motivated to excel in their professions and perform to the best of their abilities by the prospect of job security and advancement. Conversely, contract employees may not feel as motivated to perform to the best of their abilities if they believe their contributions will not have an enduring impact on their career advancement (Liu et al., 2020). Permanent Employees are more likely to engage in discretionary actions that benefit the organisation beyond their primary responsibilities. This behaviour is known as organisational citizenship. This behaviour, also known as organisational citizenship behaviour, may be less apparent among contract employees due to their perception that their relationship with the organisation is transient.
Communication and Participation 
There is a possibility that contract employees will not be as involved in crucial corporate messages, activities, and decisions as permanent employees. This feeling of exclusion may result in decreased participation and the perception that one's contributions are undervalued (Braganza et al., 2021).
Employee Turnover and Institutional Knowledge 
Loss Contract labourers may lose institutional knowledge and continuity due to their high turnover rate. This attrition can lead to disorganised teams, decreased productivity, and an atmosphere of constant change, all of which have a negative effect on employee engagement.
Adaptability and Independence
On the plus side, there is a chance that some contract employees will embrace the autonomy and flexibility that contract work can offer. When individuals perceive that their working arrangement satisfies their specific preferences and needs, they may be more invested in their work (MM, 2021). 
In extreme circumstances, the employer may move to terminate the employee's contract and rehire the employee under a new contract with different terms and conditions. This process is known as "firing and rehiring." The employer is responsible for ensuring that the proper procedure for termination is followed. This course of action is deemed high-risk because it is commonly believed to be detrimental to labour relations and the employer brand, while also exposing the employer to potential litigation for unjust termination and breach of contract. If all other options have been exhausted, employers always have the option of terminating a contract and rehiring an employee under new terms and conditions (Kutaula, Gillani and Budhwar, 2020).
Employers and employees use a variety of employment contracts in the current labour market. These include contracts for permanent full-time or part-time work, contracts for a specified period, contracts for a specific number of hours per week, and contracts for agency personnel, freelancers, consultants, and contractors. Permanent employment contracts are applicable in the following scenarios: a person is employed for regular hours at a wage or hourly rate for an indefinite period until either the employer or the employee no longer desires to continue the job (Riyanto, Endri and Herlisha, 2021). Permanent contracts may be offered to full-time or part-time employees. Permanently employed workers are accorded all the employment privileges guaranteed by law.
 Fixed-term contracts are employment agreements in which the employee and the employer consent to a specific end date or termination point for the contract of work. Usually, the period may be extended through mutual agreement (Alshaabani et al., 2021). Transient workers are entitled to the same legal protections and privileges as permanent workers, and they should not be subjected to less favourable working conditions due to their transient status (Arslan and Roudaki, 2019). Zero-hour contracts, also known as 'casual' contracts, are used when an employer is interested in employing an individual but cannot guarantee a minimum or consistent number of hours worked by that individual. Workers paid on a zero-hour basis are nonetheless entitled to the employment protections guaranteed by law, such as the minimum wage, statutory ill pay (if they qualify), and statutory minimum notice periods. 
Although a written employment contract is not required, it is standard practice to provide all employees with a written agreement outlining the terms and conditions of their employment. Although a written employment agreement is not obligatory, it is standard practice. This clarifies the rights and responsibilities of both the employer and the employee, helping to reduce misunderstandings that could lead to a dispute. In addition to including standard terms and conditions, employment contracts should be structured to provide maximal protection for the employer (Davidescu et al., 2020). 
Employment contracts should include pertinent and suitable elements such as flexibility clauses, mobility clauses, and restrictive covenants. It is in your best interest to have a qualified expert evaluate and draught your contracts so that your interests are protected (Liu et al., 2020). Workers with employment contracts of one month or longer are required by law to receive a written statement of particulars at the start of their employment. The document should include specific job-related information, such as the employee's and employer's names, the employment start date, holiday entitlement, work location, and whether relocation is required (Braganza et al., 2021). These are merely some of the components that must be included.
[bookmark: _Toc143382896]3. Evaluation of HR Involvement in the Issue and Considering Whether Traditional Models of HRM Provide Adequate Framework for Managing Contemporary Employment Relations 
Evaluation of HR Involvement in the Fire and Rehire Strategy Implemented in the British Gas 
The contentious employment practise known as "Fire and Rehire" refers to a method in which companies terminate the current contracts of their employees and then offer them new contracts with potentially less favourable terms and conditions (Troth and Guest, 2020). The technique has been criticised for its impact on the general morale of employees, employment security, and workplace relationships. When examining the HR involvement in the British Gas issue, which included the implementation of such a plan, multiple perspectives must be considered (Kwon and Jang, 2022). HR departments are responsible for ensuring that hiring procedures adhere to all applicable employment rules and regulations. 
The HR department was involved, it is reasonable to assume that they ensured the plan was executed within the legal constraints, thereby preventing any potential legal challenges. If the company was experiencing financial difficulties or needed to adapt to changing market conditions, HR may have been able to justify the strategy as a necessary step for the company's survival and market competitiveness (Budd, 2020). HR specialists may be indispensable when it comes to managing communication during periods of transition. It is conceivable that they were responsible for explaining the rationale behind the plan to the staff, thereby alleviating their anxiety and confusion. They may have also provided training or seminars for employees to help them fathom the changes and their significance. 
It is good knowledge that the tactic of "Fire and Rehire" puts a strain on ties between employers and their workforce. It is possible that workers would have had a negative reaction to HR's active involvement, which would have caused a breach of trust and loyalty on their part (Cheng and Hackett, 2021). Employees that are required to adhere to such a policy often suffer from poorer morale and less production as a direct result of the uncertainty and job instability they are required to endure. There is a possibility that the engagement of HR was unable to address all these adverse effects completely. 
The engagement of HR in a strategy that is seen to be aggressive and unjust may have a bad impact on the image of the firm, both among workers and the general public. Due to this, it is possible that in the future we will not be able to successfully recruit and keep the best talent (Morales-Sánchez and Pasamar, 2020). Any possible benefits in the near term might be outweighed by potential drawbacks in the long run, such as increased staff turnover, increased difficulties in recruiting fresh talent, and potential legal problems. It is possible that HR's participation did not give these repercussions its full attention.
The UK government is developing a new code of practice on dismissal and re-engagement to stamp out unfair fire-and-rehire practices. For HR professionals, it will mean sharpening their skills and minding their language (Alzoubi et al., 2022). Fire and rehire has become such a toxic policy since the P&O scandal that, according to one poll last year, three-quarters of the UK population believe that it should be banned. While it is not proposing to go that far, the government is looking to crack down on it with a new statutory code of practice on dismissal and re-engagement. 
Effectiveness of the Traditional Model of HRM and its Ability to Manage Contemporary Employee Relations 
To manage effectively to employee relations, the implementation of the traditional model of HRM can be considered but only to an extent as they help in the identification and guide HR managers on how effective relations can be developed between employees and the business. In a typical HR management function, the HR professional works in a reactive manner. This means that they do not teach employees about their duties or how their work will be done (Lopez-Cabrales and Valle-Cabrera, 2020). Instead, they anticipate that their supervisors will go over their work and that the employee would pick up the training while they are on the job. 
The term "industrial model" refers to a controlled work environment characterised by precise job descriptions, rules, and procedures. This type of workplace is characteristic of the conventional approach to human resource management (HRM). Blue-collar manufacturing employees would do well to adopt this philosophy (Tanova and Bayighomog, 2022). Employees have a great deal of discretion in their day-to-day operations, but they risk disciplinary action if they violate established policies and procedures. The management team will retain their discretionary authority as a personal privilege. 
When it comes to collective bargaining agreements that define seniority-based pay scales and advancement opportunities, the position of the labour union is frequently dominant. By the salaried model of the conventional approach to human resource management, which applies to white-collar jobs, employment conditions are less stringent and job descriptions are more broadly defined (Farndale et al., 2020). This human resource management model is suitable for white-collar positions. Even so, the fundamental concept of a well-defined work organisation in terms of stated job tasks and adherence to the brief remains unchanged, and only senior managers are regarded as competent to make crucial decisions. 
The most important factor in determining who is promoted and how much people are paid is merit, as measured by the performance review procedure and educational requirements. Additionally, merit plays the most significant role in determining who is promoted. The conventional approach to human resource management emphasises the establishment of rules, procedures, contracts, and guidelines (Connelly et al., 2021). This is because the conventional method is regarded as the gold standard. By requiring employees to adhere to such well-written documents, this strategy seeks to improve employee performance and achieve the organisation's objectives. A more traditional approach to human resource management would place a significant emphasis on monitoring and supervising the workforce to ensure that employees adhere to the predefined rules, procedures, and standards, as well as employment contracts (Connelly et al., 2021). 
Rather than individual facilitation, which is the driving force behind the adoption of such laws and regulations, group negotiation and collective bargaining are the primary forces that drive this process. Contracts, grades, and benefits rarely deviate from the standard model, nor is individualization actively encouraged. Inadequately, the management of human resources does not consist solely of the formulation of policies for the organisation's benefit, to the exclusion of the personnel's aspirations and objectives (Kwon and Jang, 2022). Procedures are designed to meet not only the requirements of the workforce but also the business's overall objectives. To achieve the best possible results, human resource management should prioritise finding a balance between the needs of the organisation and the needs of its employees. 
The employees are managed solely by the company's objectives, which is not the case with people management or standard HR practices. Rather, this is true of the administration of the entire workforce. In this instance, consideration must be given to the organisation's needs (Budd, 2020). When drafting company policies and operating procedures, the organisation's interests are prioritised and meticulously considered throughout the entire procedure. Personnel management does not have a particularly in-depth perspective on employees or people in general, whereas human resource management views people as assets vital to the success of the organisation's employees. 
Human resource management recognises individuals as crucial to an organisation's success. They view employees as exactly what is necessary and an integral part of the process to provide the best possible situation and outcome for the company. Human resource management, which serves as the foundation upon which all other positions are constructed, accords a great deal of importance to teamwork (Cheng and Hackett, 2021). The most essential aspect of managing employees is allocating various responsibilities to the available workforce. The conventional resource strategy employs a resource-centred approach to ensure that the organisation has sufficient and appropriate resources to achieve its goals. This strategy's objective is to ensure that the organisation can meet its needs. 
On the other hand, they do not fully identify with the interests of management and try to comprehend and articulate the goals and perspectives of the workforce to management, just as sales representatives comprehend and articulate the goals and perspectives of customers to management (Morales-Sánchez and Pasamar, 2020). This contrasts with how sales representatives comprehend and communicate the objectives and perspectives of customers to management. The limited access to training that is made available in conventional resource management stands out as one response to this issue. 
In conventional approaches to human resource management, training and development interventions frequently focus on the development of employee talents that are advantageous to the individual's function in the organisation. The conventional method of resource management entails a procedure that contains an essential element known as industrial relations (Alzoubi et al., 2022). This component is activated when management and employees acknowledge their differences. The aspect of industrial relations that entails ensuring that labour standards are implemented precisely is only a small portion of what it entails; there is much more involved.
[bookmark: _Toc143382897]CONCLUSION 
The conclusion developed through the developed report relates to the importance and people management which is crucial for companies to meet their business needs and requirements. In addition to this, the conclusion relates to the changing perception of companies due to their own needs and requirements as explained in the current instance where British Gas has implemented a fire and rehire strategy by eradicating the existing terms and conditions of employment and providing the employees with new contractual terms. 
However, there are many legal implications that companies are going to face because of changing contractual terms using the fire and rehire strategy. Additionally, the study concludes with the negative legal implications and impact on the employee engagement level that has impacted negatively on the business performance of British Gas. Lastly, the role of theoretical frameworks has been explained in the study using the traditional model of HRM that is also helpful but only to a certain level such as by providing the HR managers with the purpose to manage effective employee relations for meeting business needs for British Gas and other companies effectively. 
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