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Introduction 
People is the integral part for a business to achieve its objectives and goals. Without efficient management of people or employees, it is unthinkable for any business to move ahead. Therefore, human resource management provide us necessary policies, concepts, model and philosophies that direct an organization to manage people. 
According to (Armstrong, 2011), “HRM covers human capital management, knowledge management, organization design and development, resourcing, performance management, learning and development, reward management, employee relations and employee well-being”. Every department of human resource of management dictates how efficiently people in the organization needs to manage to achieve its goals. 
People employed by organization in earlier days only needed to provide their manual labor with little skills and primary concern was finish the job even if employees were not satisfied about their payment and working condition. However, this scenario has changed as todays job needs skilled people and in return employer must need to ensure better working conditions and satisfactory payment system. Moreover, employee’s emotional, psychological well-being is also added to the list to manage people efficiently. “Employing organization needs to have capacity for developing people effectively, together with increasing sophisticated approached to recruitment, selection, retention, employee relation and performance management”, (Torrington, 2014). Due to changing time, innovation, knowledge, competition and many other reasons employers need to build strong trust based relationship with their employees and make them feel involve that help further in future decision making in the organization. 
As change is obvious and to response to change, organization need to act fast. Employer must need to consider organization benefit as long as employee. However, in recent years ‘Fire and rehire’ technique firing people from their job and then rehire again in worsen terms is gaining attention as employers only considering their own benefit than employees. Trade union, members of parliament, employees have protested all along as it is unfair to employees. However, organizations that have genuine reason of economic struggle, restructuring and any other that is incontrollable can employ ‘fire and rehire’ technique. 
This article on ‘Managing people’ is going to illustrate circumstances of ‘fire and rehire’ technique, implication of law, impact of varying contract and how human resource management policies, function, process can help us to deal with this issues and influence of employee relationship with employers. 


2. Background of the fire and rehire tactics 

2.1. Brief explanation of “fire and rehire”

Fire and rehire practice involve forcing employees to accept a different contracts or terms for the same job that has been previously agreed at lower pay or reward.  “An abomination, horrific practice and a tactic that is legally controversial and morally bankrupt”, (Emma, 2021). This practice has been used by employers for many years in UK but it become more preferable at the time of the pandemic. “During the pandemic high profile disputes emerged around the fire and rehire technique at employers including British Airways, Centrica, Tesco, and sainsbury’s and it has been found out in march, 2020 around 9% of workers had been the victim of fire and rehire tactic”, (CIPD Report, 2021). According to general secretary of Unite, mentioned that this practice is ripping through workplaces like a disease. In a recent study, it has also been found out that 70% companies are using this practice to make profit however, when companies are in financial struggle and no alternative has been left, this practice can help to offer their employees in new terms. Nevertheless, companies took advantage of this practice to make their own profit. 

2.2. Concerns by political parties and trade union 
Prime minister Boris Johnson has called this practice “unacceptable’. Labour party MP Barry Gardiner propose a private member’s bill that can protect employees from this practice. However, this bill has been block in commons. Though conservative and labour both parties believe this is wrong but still this is going on. It is because, some politicians strongly oppose this bill concerning that organization need to protect themselves in economic struggle or unprecedented situation. 


2.3. Disputes of employee and employers of different private organization 
There is different dispute over fire and rehire policy in different organization. 70% of companies had launched fire-and-rehire on worker’s wage and conditions and accused of making a profit and to support from government during pandemic. According to the report of ‘Observer’ it shows out of 13, 9 employers alleged threatening to dismiss and re-engage on worse contract terms. 
More than 100 Clarks employees have protested for the action over the firm’s ‘fire and rehire’ policy when Clark reduced their warehouse employees to secure their future. However, employees are disagreeing with the proposed changed as they believe old workers shouldn’t get fired.  British gas is also being accused of forcing more than 20000 workers to sign in poor working condition and others to leave. In addition, British gas mentioned that they are using this technique as ‘last resort’ as they are restructuring their business for long time. However, British Gas reported 80 million in its recent updates and Centrica, British Gas parent company Centrica received 27million from UK government under job retention scheme.  In another scenario Weetabix has made $5.7 billion turnover and an operating profit of $700.8 million but yet they used fire and rehire and mistreated their workers. This practice has been disgrace for worker but legal practice which is unpleasant. 
2.4. Disputes of Public sector 

Public sector and non-profit employers also accused of using fire-rehire during pandemic. According to observer report staff working for councils, universities and NHS have to go through under this tactic. NHS employees of University Hospital of Birmingham feel disgusted as employee who was there old in age and provide 20/30 years of service.  

2.5. Supermarket Ban from Fire and rehire 

Tesco has been ordered by a Scottish court that it cannot terminate employees contracts and rehire them on lower pay by issuing temporary injunction which prohibit Tesco from entitlement of retained pay or terminating workers contract in order to reengage them on new terms, (Brown, 2021). According to the union Usdaw, Tesco was forcing their employees to accept a new contract that would led them to lose between £4000 and £19000 a year. 







3. Explains the legal implications of changing contractual employment terms  
“‘Fire and rehire’ is a legally allowable practice and can help business where there are serious, genuine and unavoidable reasons to make changes to terms and conditions”, (CIPD report, 2021). However, employer needs through communication and consultation with alternative and have to ensure there are no other alternative than ‘fire and rehire’. 

 
3.1. Employment contract 
An employment contract contains offer, acceptance, consideration and intention to create legal relations. It is not obvious for a contract to be a written statement; it can be wholly oral. Employee and employer must need to agree on certain terms and condition to develop a contract. 
There are employment common laws which are basically legal principles and rules and that help to deal with new situations. Employer and employees both have common law duties that need to perform such as for employees, not to take bribe, not to reveal trade secrets, not to make secret profit from business, etc. On the other, employer must need to perform their common law duties such as providing work, to indemnify in respect of cost, expenses and claims which arise through carrying out the duties. 
“In legal terms an offer is an expression of intent to enter into a binding contract with specific terms on acceptance, offers may be conditional on activity”, (Phillips, 2005). Acceptance is absolute and unconditional. If an offer accepts with condition that become counter offer which terminates original offer. According to Philips, (2005), “doctrine of consideration is one of the most complex legal principles and at its most basic it means a benefit must pass from each party to other and for employees, it is namely pay”. Another important element of contract is intention of creating legal relations. Contractual obligations cannot have legal effect without having intention to create legal relations. 
3.2. Employment terms 
“Individual’s written contract or statement of Terms and conditions will include some reference to certain policies and procedure and if this is not preparing carefully and failure to comply with laws is a potential breach of contract.”, (Philips, 2005). All express terms of the contract are not necessary to be included in a single written contract. “These are the terms which parties have specifically discussed or agreed either in orally or in writing are called express terms”, (Philips, 2005). Implied terms are something obvious and incorporated into the contract and then it applies to all employees despite the fact a particular employee does not approve of what has been agreed. For example, implied terms for employees are   
3.3. Varying the terms 
To change employee contract employers must need to consider certain things for example that contract is up to date with new laws and regulations, job role properly described if it changed, if organization is changing its location or changing the people who to report must need to mention clearly in the contract. 
In a study by Desombre, et al, (1998), on changing context of NHS employment and its legal implications, it has been found out that before NHS reforms of 1990, nurses were assigned a title for example sister, senior nursing officer and senior nurse. Nationally, it was common title to describe their posts though their level of responsibility was different. In the early 1980s nursing hierarchy was rationalized and several tiers of management were removed and head of nursing beginning to take on more general management role. In 1990, with the introduction of the NHS community care act, nurses were appointed by the board of directors by statute and incorporate executive powers equivalent to other members of the board, (Desombre, et al, 1998). This time role, pay and terms and conditions of the head of nursing began to change significantly. Analyzing this scenario, from an employment law perspective, there are two separate but legal issues, first law regarding job titles and second law relating job functions. According to the employment law or employment rights act employees are entitle to have written statement of key terms on which they are employed and which must be provided by the employer not later than two months of the starting period of the job. Any changes need to be updated and communicate with the employees. Desombre, (1998) has found out in their study of NHS reformation by changing contracts of nurses that, it is essential for managers to consider statutory provision, common law principles and correct method that can save organization from breach of contract and large legal bills. To avoid problem of legal, a manager has to consider following points 
Managers first need to consider whether there are any contractual rights to vary the contract. It is also important to give consideration on the collective agreement which may apply and any implied terms, issuing an employee with a written statement informing them of a change in their contract is not sufficient enough to varying the contract terms. Employers have obligation to provide adequate training and support to employees to adapt new changes in their roles and duties. “General principles of employment law may limit the employer’s power to vary as there is an implied term in all employment contracts that employer will not conduct itself in a manner that can seriously damage the relationship of trust and confidence between employer and employee”, (Desombre, 1998). Employer also need to consider the condition of offering new contract replacing the existing one, it is obvious for business to restructure or reorganize that will help business or save cost. Employer offer new contract replacing the new one which in another word fire and rehire technique only when they are not able to find out any other alternative to survive the change. However, employer must need to consider employee’s views and also consult with trade union or other employee representatives. It may consider as unfair dismissal by employers if the change in the contract or variation only for creating extra profit for business against the disadvantage of employee. 
For employees, any change in the contract proposed by either employee or him/herself need to be discuss and agree with. It is also important for employee to consider that employer has ‘collective agreement’ with trade union and union agrees changes to employee’s terms and condition on behalf. In addition, there are ‘flexibility clause’ under which employers are allow to make changes. 







4. Considers the potential impact of any changes on employee engagement
It is difficult to manage people through changing times as much importance needs to be given what and why changing is happening. Employer must need to be careful to process change and therefore they need to be considerate, empathetic, and self-aware in communicating with employees in aim to seeking employee agreement with the change, (CIPD report, 2021). Employers need to consult with employees and have high emotional intelligence can help to adapt change in an effective manner. When an employee feel that they have been considered, their opinion has been considered by the employers in fair and reasonable way, it can create great opportunities to move forward with the change. On the contrary when employees feel that their opinion has not considered properly by employers and has not been consulted with them about the change can demotivate, demoralise their engagement on their work and in turn to their performance. 

4.1. Employee engagement
For any organization, it is obvious to consider how employees feel working in the company. It is because employee engagement in work dictates their performance for the role and for the organization. It is employee’s feelings towards their work determine their level of effort to focus on. “Increase in the level of engagement in the organization resulted in customer satisfaction, which then resulted in improvements in performance of the role”, (Emma, 2018). Moreover, Emma, (2018) also stretched the fact that it is employees positive state of mind when they are deeply engage with their work and have sort of satisfaction towards their work. However, engagement on work is not something that comes promptly from employees, it is employer or manager who motivate, encourage employees to engage in their work. managers can make or break the real experience of the employee. 

However, according to CIPD research high engagement scores could actually be bad for business if the engagement is of the wrong type. In this research, it has also been found out that there are transactional and emotional engagement at work. when an employee engages transactionally, they connect with the task or job but emotionally engage employees are loyal and also connect with organizations’ mission and vision. They are more committed than trasactionally engage employees. It is damaging a for a business when employees engage with the work transactionally as they mainly focus on self-interest rather than organization interest. It has also been emphasized by research adviser Angela baron at the CIPD that it is important to encourage organizations to measure employee engagement based on types and what they are actually engage with, nature of engagement. In some cases, employees may engage with emotionally with certain parts of the job and transactionally with others but managers need to identify different interaction of employee engagement on their role at workplace. 





	Impact on emotional engagement 
	Impact on transactional engagement 

	Reduced morale 

If employees have to continue their work even when they are not fully agreed with their new terms, it can reduce their morale and demotivate to engage in their work which to in turn lead to poor performance. 
	Damage to brand and competitive position

If organization need to be restructure or reorganize or need to cut to expense to save costing customer satisfaction, it can damage brand image and competitive position. Workforce is the vital to gain brand image and competitive positioning. When customers are not getting the service that they are used to, it will hamper brand image as competitors may gain advantage on this. 



	Loss of talent 

When an employer has to fire and hire new employees that can turn to loss of talent. New employees need to provide required training and support to learn the skills that a particular role required. Talent varies among individual as some can adapt or learn new skills faster than others. When an employer adopts ‘fire and rehire’ technique, they may need to face losing talent as talented or skilled person may don’t want to work less payment or less benefits. Thus employer need to face cost of losing talent due to change. 
	Reduced productivity 

Employee engagement with their work can be deter by change which in turn lessen productivity. “Engage workers can go extra mile and contribute to effective functioning of the organization but any changes that less in their favour can result into less productivity”, (Heuvel, 2010). 


	Loss of trust and respect in the business 

Due to change in the terms or change in organization, employers are not able to or willing to live up to the promise that they made before which cause breach of the promise and also breach of employees psychological contract which lead to negative behaviour, emotional exhaustion, higher turnover intentions, and lower job satisfaction, (Zhao et al, 2007). When employees don’t feel positive towards their work and cannot trust their employers anymore, it makes them disengage from their job. Pate et al, (2000) found out that breaches of psychological contract deteriorate trust relation between employee and employer when employees are unwilling to co-operate with further change in the organization. 
	Conflict at work 

Organizations that cannot manage to fulfil psychological or emotional contract and suffers from unfulfilled promises has workforce that is not sufficiently engaged are more likely to experience less constructive response of employees on change. Hence communication between employer and employees play a vital role to minimise conflict between employee and employers.  When employers lack communication and don’t discuss changes in the organization and terms in the contract can cause severe conflict. To manage affective and positive behaviour and positive culture, changing information, discussing things with the employees may help to decrease conflict.  




	Adverse reputational risk 

Organization needs to change due to many factors in recent days and promises that has been made before to employees that might need to change to move further and be competitive in the market. “Promises and deals made in good faith one day may be broken the next due to factors such an as change in the market, new product, and change in manager or a reorganization”, (Guest, 2004). However, changes in the organization and hence changes in the contract terms can adversely affect organization reputation as it is not possible to make right decision every time. When their negativity by employee towards organization that affect in their performance and continuing that at the end it affects customers which finally hamper organizations’ reputation. 
	Additional cost to rehire and training 

When employees will be employ on new terms, employers must need to provide required training to perform their role sometimes cost can outweigh the benefit which need to be carefully considered by employers. 




















5. Evaluates HR involvement in this issue and considers whether traditional models of HRM provide an adequate framework for managing contemporary employment relations.

5.1. Definition of HRM 
HRM can simplified by the term ‘managing people’. However, scholars have described or defined human resource management in different ways but with similar notion that any decision or activities that affect the nature of the relationship between the employer or organization and employee that is human resource management. Armstrong, (2012) in this book stretched the definition given by Beer and his colleagues that people should be treated as potential assets rather than variable costs and also identified two main characteristics of HRM where line managers accept more responsibility of ensuring that competitive strategy is in line with HR policies and HR activities need to be develop and implemented as they can equally be emphasizing. HRM activities focus on developing commitment and mutual understanding between employers and employees. HRM philosophies dictates importance of human resource and make a strong relationship with them to gain competitive advantage. 

During 1980 and 1990 HRM concepts has been developed by its founding fathers but further importance of performance and reward management emerged to align with objectives and strategies of the organization. Thus human resource management develop from personnel management to competency based management considering high involvement management, high commitment level, performance, recruitment, selection, employee development and employee reward. Organization need to focus on each department of human resource management to be competitive and gain its objectives. 

5.2. HRM goals and Fire-rehire tactics 
Human resource management’s goals also illustrate how organization can effectivity maximize potential of their employees by reflecting on employee behavior, competence, skills set and commitment. Organization’s capabilities depend on their employee’s capabilities to learn and to transform continuously, (Ulrich, 1998). By analyzing goals of HRM, it will be more transparent to understand notion of HRM. 
Commitment 
Commitment is the part of engagement management. When people are committed to their work and organization that aspire them to achieve high levels of performance that benefit employers. Employees feel valued and motivated to work for the organization when they believe that it is a great place to work and continue to work, (Armstrong, 2012). This goal of HRM facilitate the concept that committed and valued employees can be supportive in the hard times of organization. In recent years, organization has started using this fire and rehire which resulting disputes but if both parties can consult with each other and can take decision mutually that can be beneficial for both parties. 
Flexibility 
Scholars have found out that the ability of human resources to be flexible has direct connection with the profitability of the company as flexibility benefits productivity, motivation and development of intellectual assets which help an organization to gain competitive advantage, (Lastra, 2013). In simple it is human resources’ capability to adapt change, innovation and new requirements. Bhattacharya et al, (2005), emphasized that flexibility is the ability to vary the quality and quantity of the personnel of the company to meet the changing environment. By analyzing this, organization need to be flexible enough to adapt change to move further and thus it needs specific skill sets, employee engagement and mind of adapting change of new requirements. Pandemic was hard time for business organization all over the world and for that employers have to face unprecedented situations and must need to response as soon as they could. In that situation, fire and rehire become popular which organization feel better for them. However, if organization could have initially developed contract terms considering flexibility clauses then they might not need to get on disputes with their employees. 
Quality 
Quality refers to the aspects of managerial behavior including management of employee and investment in high quality employees, (Armstrong, 2012). HRM practices and activities effects on people’s emotions, moods, feelings and thus HRM quality needs to be effective enough that can help an employee grow and motivate to involve with the organization. When organization has to use ‘fire and rehire’ as if it is a last option for them then need to consider whether they are not going to lose their skilled or high quality employees which will eventually outweigh the benefit. 
Strategic integration 
Scholars have developed different models and philosophies that help an organization to intensify their potential to maximize human resources. Developing strategy to gain success, it is essential to align with various HRM aspects. Thus line managers can take correct decision depending on the perspective of human resource management. Fire and rehire is the strategy that has been used by different organization but as there was no integration between employer and employees cause disputes. 

5.3. Ulrich Business- partner model
Among different models of HRM, Ulrich’s business partner model set out strategic or operational and people or process.  Strategic partner, employee champion, change agents and administrative experts all have their own roles to play to co-ordinate and manage employees in the organization. Ulrich demonstrate in his model that strategic partner is those who partner with line managers to help them reach their goal through effective strategy formulation and strategy execution, (Ulrich et al, 2008). On the other employee champion is more concerned with listening and representing employee’s views and their requirements. Change agents are help change management process and ensure organizational resources are aligned with desired change, (Ulrich, et al 2008). Administrative experts provide specialist service, functional advice and support with effectiveness and efficiency, (ulrich, et al 2008)
To pursue to serve strategic and operational priorities, this model doesn’t deny the tension inherent in being a strategic partner on the one hand and employee champion on the other and it is because of that more clarified and descriptive role of the administrative experts and change agents have been classified to deliver value in the changing context, (Harsha et al, 2021). Understanding HR contribution, Ulrich models has direct application as process of ‘Co-creation’ and also guide human resource management from designing strategy to the way through implementation with distinct role and objectives, (Jamali et al, 2015). 
Analyzing this model, it is transparent to stage how an organization can maintain their relationship with employees. When an organization wants to employ ‘fire and rehire’ technique due to an uncontrollable change and for the betterment of the company not costing employees’ rights, and if they have strong relationship with their employees, organization can achieve its objective. HRM can help identify goals and constraints when defining change due different aspects and for that strategic partner can help. Change agents can help promote managerial and employee awareness and inclination in adopting change as they can engage employee in conversation of changing their job role and can make effective communication. An administrative expert can help to identify further training and development of the new role and also performance appraisal schemes. This model has both external and internal dimension that help an organization to maintain their employee relationship. Internal spectrum focus on strategic decision where external spectrum focus on implementing those plan or policies. For ‘fire and rehire’ technique, employers need to reach a mutual agreement with employees and change agents can help to do this where administrative experts can clearly explain new roles that an employee needs to perform under new terms and conditions. However, when employers are not able to mutually agree with their employees and forced to bring change in contracts that lack communication, discussion and consultation with employees. When employees can understand immediate need of change for betterment of the business, then it is easier for business to get consent from employees and for that it is obvious to have strong, effective communication between employers and employees are needed. Thus HRM model can help to adopt change by facilitating and giving guidance to use human resources for gaining competitive advantage. 
5.4. Contemporary Employee relation 
Employee relation shift its paradigm from collective to individualism as it reflects the individual workplace right and decline in trade union reach and influence, (CIPD employee relation factsheet, 2021). As it has previously been discussed in the article that relationship between employer and employees must need to develop and grow based on trust. When organization can create a positive climate of employee relation and high level of involvement, it has potential to bring better business outcome. Due to Brexit and Covid-19, organization that were confident enough about their relationship with employees has faced challenges to negotiate with their employees to adopt any changes. 
In another dimension of managing people human capital management has can be considered as vital component of the process. Kasemsap, (2013) “Human capital management includes investment made by the organization on its employees to improve performance and profitability of an organization by way of providing effective internal recruitment practices, improving career management programs, giving flexible working arrangement, focusing on both education and compensation issues of employees”. Furthermore, Kasemsap, (2013) also mentioned that career adaptability and participation decision making can make a positive relationship with organization. “Human capital facilitates the relationship between a common investment employment relationship and innovation considered by the high levels of incentives and expectations. 
Thus, it is evident that how HRM policies and procedure can direct us to manage people in different situation or different times. Employee and employers must need to have clear, trust and committed relationship that can benefit both parties. Employers must need to make their employees feel valued, engaged and appreciated and an asset for the company. In return, employees feel assured that they are treating right by participating and involving with organization. Fire and rehire is controversial legal technique for employer but proper consultation and conversation with employee can make it easier to process when organization is in genuine need. 

6.Conclusion 
This article on ‘Fire and rehire’ has uncovered its background, legal implication, impact on employees and how HRM policies, procedure can help to deal with this issue. Disruption and challenges have caused organization to consider fire and rehire but according to the recommendation of CIPD, business first need to consider a mutual agreement to change contracts by communicating effectively with employees, explanation and consultation. However, employer always need to consider this tactic as the very last option because of the significant impact on the business. It is employers’ responsibility to demonstrate that satisfactory consultation has been done with employees. “Honest discussion will minimize the consequences of firing and rehiring and gain acceptance from other”, (CIPD. 2021). HRM has policies and model that assist business to apprehend people and ways of dealing with them efficiently. As on this article has considered Ulrich business partner model, strategic partner, change agent, employee champion, and administrative experts have their distinctive roles that business can use to employ strategy efficiently. Following the model, business can co-ordinate or communicate by assigning roles to their employees. As per recommendation of CIPD that consult, consult and consult to have mutual agreement. Change agents like in the model can help employees to understand about the change and help to move ahead mutually. This article also focus on impact of ‘fire and rehire’ on employees emotional and psychological behavior. 




References 

· EMMA, W., 2021. Your Fired: People ‘fire and rehire’ The practice of ‘Fire and rehire’ is on the rise as companies seek to cut costs, with ‘rumblings’ in food manufacturing and retail.PP-28 
· Phillips, A.T. (2005) Reviewing and changing contracts of employment. 2nd ed. London: Thorogood Pub.
· Armstrong, M., 2012. Armstrong's handbook of human resource management practice. 13th ed. london: Kogan page.
· Armstrong, M., 2016. Armstrong's handbook of Leadership and development management. 4th ed. london: Kogan page
· DESOMBRE, T. and BENNY, R., 1998. The changing context of employment in the NHS: some legal implications of changes to employment contracts. Health manpower management, 24(1), pp. 26-32.
· Emma Bridger (2018) Employee Engagement : A Practical Introduction. London: Kogan Page (HR Fundamentals). Available at: https://search-ebscohost-com.ezproxy.uwtsd.ac.uk/login.aspx?direct=true&db=nlebk&AN=1857078&site=ehost-live (Accessed: 02 April 2022).
· Van den Heuvel, M; Demerouti, E; Bakker, A.B; Schaufeli, W.B. In Contemporary Occupational Health Psychology: Global Perspectives on Research and Practice, 124-150; 2010.
· Guest, D., (2004), "The psychology of the employment relationship: an analysis based on the psychological contract", Applied Psychology, Vol. 53 No. no. 4, pp. 541-555
· Pate, J., Martin, G. and Staines, H., (2000), "Exploring the relationship between psychological contracts and organizational change: a process model and case study evidence", Strategic Change, Vol. 9 No. no. 8, pp. 481-49. 
· Bhattacharya, M., Gibson, D. E., & Doty, D. H. (2005). The effects of flexibility in employee skills, employee behaviors, and HR practices on firm performance. Journal of Management, 31(4), 622-640. 
· Harsha Sarvaiya, Jim Arrowsmith & Gabriel Eweje (2021) Exploring HRM involvement in CSR: variation of Ulrich’s HR roles by organisational context, The International Journal of Human Resource Management, 32:21, 4429-4462, DOI: 10.1080/09585192.2019.1660698
· Kasemsap, K. (2013). The Fundamentals of Human Capital. In A. Bhattacharya (Eds.), Strategic Human Capital Development and Management in Emerging Economies (pp. 59-89). IGI Global. https://doi-org.ezproxy.uwtsd.ac.uk/10.4018/978-1-5225-1974-4.ch004
· Torrington, D., 2014. Human resource management. 9th ed. [ebook] Great Britain: Pearson. Available at: <https://r3.vlereader.com/Reader?ean=9780273786689#> [Accessed 9 April 2022].
· CIPD report, 2021, ‘Fire and rehire’-Guidance for employers. 
· CIPD report, 
· Armstrong, M., 2012. Armstrong's handbook of human resource management practice. 13th ed. london: Kogan page.
· Armstrong, M., 2016. Armstrong's handbook of Leadership and development management. 4th ed. london: Kogan page




1

