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Executive summary
In this assignment, the discussion was mainly based on the British Gas company actualizing the fire or rehiring strategy on their employees and its impact on their business growth, development, and employee engagement policies. The fire or rehire definition was discussed in terms of the company in the UK labour market. Then the strategy's effect on the employees was discussed. The costs of managing staff were the constant factor in every organisation that was scrutinised thoroughly over the report because the company wanted their business sustainability in the competitive market. The employee engagement of the company was very much influenced by the above-mentioned strategy. So the reward offerings and the working practices were changed due to balance in the work environment as well. The approaches taken by the  British Gas company to implement the fire and rehiring strategy were discussed with a detailed evaluation. Besides, the employees' relation with the employers, and employee engagement in terms of the consultation and communications with the HR management and the employers were changed in terms of the above-mentioned strategy implementation. Different types of diversity were created in the work environment of the company and it was managed by the human resource management to maintain the sustainability of the business growth. Besides, managing the staff, the sustainable health, work environment, and safety of them in the company were also importantly assessed for developing the wellness and risks issues.
 




Table of Contents
Introduction	5
Practice of "fire and rehire" in the UK labour market	5
Legal Implications of changing contractual employment terms	10
Employee engagement	13
Evaluate HR involvement	17
Conclusion	21
Reference List	22



Table of Figure
Figure 1: Fire and Re-hire	6
Figure 2: British Gas	8
Figure 3: HRM Strategies	9
Figure 4: Contractual employment terms	11
Figure 5: Employment Acts in UK	12
Figure 6: Stop Fire and Re-hire	14
Figure 7: HR Involvment	18
Figure 8: Federated Model	19


[bookmark: _Toc132225147]Introduction 
This report is about the discussion of managing staff in the UK labour market in terms of the particular company named British Gas. The costs of managing the staff in any organisation are considered a constant factor because every organisation would like to retain its position in the competitive market. In this assignment, the reward strategies and working practices will be scrutinised for the British Gas company as well as the other relevant organisations which are using the ‘fire and rehire’ strategy. Here the fire and rehire strategy will be defined with the specific instances of the relevant organisations and the concerned company. The approaches taken by the organisations to implement the strategy will be discussed with detailed evaluations. Moreover, the employees' relations, and employee engagement in the company in terms of the contract, consultation, and communications with HR and the authority have been assessed in this report. The fire and rehire strategy has to face a large number of employment issues in developing their business and it has been affected by the international, environmental, ethical, and sustainability of the organisations they have faced. All the mentioned criteria will be discussed in the report and the HrM practices used in these situations also.
[bookmark: _Toc132225148]Practice of "fire and rehire" in the UK labour market  
The fire and hire tactic refers to the action of dismissing an employee and the rehire action refers to the hiring of an employee for a new position. It is a new term that is not the most favourable for only the individual. This tactic is taken by the manager or HR of the authority so that the people get the chance to meet their goals (Belizón and Kieran, 2022). Later the management authority fired them for the benefit of the rest of the team. There are many reasons behind these hires and the fire tactics like revealing secrets, dishonesty, and breaking the rule of the company. Not only that poor performance on the job field, and harassing, or disrupting the workers is also reasonable cause for this tactic. There are many types of hiring and fire tactics that are used by various organizations. 
Fire and rehire tactics within the UK labour market
The fire and hiring practices are associated with the requirement and the dismissal activities. In these tactics, the requirement, retention, turnover, and dismissal activities are included. In the UK there are many planning and strategies which are used for the requirement, retention, dismissal, and turnover process.
Varying employment contract
The contract of employment is the relationship between the employee and the employer according to the HRM (Cottle, 2021). There are many types of various ways which are included in the act of the employment contrast. Many contracts create many terms and clauses which certainly occurred for the employment contract. 
Rearrangement and the dismissal
If the employer is unable to reach their agreement which is related to the employee, then they decide to dismiss them from that position by noticing and also offer them the new work as the new employee term. This practice is not unlawful and many statutory protections are relevant. For the dismissing and the rehiring act, many steps may be followed by the employer. Before rehiring an employee, the employer should follow the legal and proper procedure of rehiring strategy. Not only that they must give enough time for their notice (Shohaieb et al., 2022). There are many legal protections which are associated with the dismissal process like the protection which is against wrongful dismissal. Not only that but unfair dismissal is also considered as the legal protection for that process.
[image: Fire-and-rehire: What is it and why is it controversial? - BBC News]
[bookmark: _Toc132225008]Figure 1: Fire and Re-hire
(Source: Shohaieb et al., 2022)
Employees who are working under their employees for more than two years must be protected from unfair dismissal according to the Right Act of Employment, 1996. The dismissal process will be unfair when there is clear evidence or reason against the activity of the employees. Wrongful dismissal is associated with action when the employer decides to dismiss the employee on the breach of the contract. This wrongful dismissal is an act that is considered illegal.
Diversity management
There are many different approaches and strategies used in this diversity management in the UK. Diversity management is affected in the including, investing, and engaging fields.  The main four approaches which are followed by this management are identifying the blind, inclusive differentiation, equitable transformation, and assimilation (Dashper and Finkel, 2020, August). There are many structures and plans which are followed in the UK in that management field developing the hiring plans and the process. Another important structure is to give the opportunities to employees on training and hiring opportunities. 
The approach was taken by the British gas company 
The fire and the rehire strategy is also forcefully displayed by British Gas among their employees or the engineers. They offer this new contract to them besides the option of dismissal (Simon, 2022). This strategy is refused by the 1000 engineers because they are not able to accept this contract. Some of the engineers also sign in their new contract but the management authority of British Gas calculate 2% of employees are denied to accept these changes.
[image: The UK's controversial 'fire and rehire' practices, explained]
[bookmark: _Toc132225009]Figure 2: British Gas
(Source: Simon, 2022)
Recruitment strategy 
The British Gas company follows many types of requirement strategies for their employees. These strategies ultimately help the company to develop its management structure which helps to increase its ultimate goal. Maintaining the expedition of their business they increase their workforce which works on the customer demand. At the end of 2022, the British Gas Company situated its British gas academy (Raven-Gregg et al., 2021). This academy mainly put focus on the development of the training facilities of the employees which majorly improves the requirement strategy of that company in the UK. In the basis of workforce planning the company maintains an action plan for their requirement criteria. In the requirement platform in the UK the British gas company maintains various sides like the employees must be fluent in the various languages. Because there is a need for employees to communicate with many types of people. So, considering the languages English is considered as first priority. The British gas company also follows another important factor in their requirement strategy, which is more involving female engineers. Because female engineers attract more male customers which is more beneficial for their company.

[bookmark: _Toc132225010]Figure 3: HRM Strategies
(Source: Self-created)
Rehiring contract
The employer of the British Gas company decided to fire the employees from their position and want to rehire them on some other contractual terms. This fire and the rehire of the British gas company is considered an illegal term according to the employer until the employees can maintain them on the new contractual term (Cini et al., 2022). Though this system is considered an illegal one, the rehiring strategy is used for the employee's benefit, because it helps them to continue their work. It also helps to decrease the number of firing tactics and the employees continue their work on the other section. With this strategy, the ultimate growth of the business of the British Gas company has increased day by day. This way they maintain their structure of employees issues and the overall impact based on a diversity management system (López-Andreu and Rubery, 2021). The rehiring concept is far better than the fire or the dismissing concept which put an effect on the company.
Retension of employee
The retention of customers is the most essential thing for the company when they lose approximately 400,00 customers. The British Gas company also follows this rule for the improvement of their business under HRM. It is the biggest homely energy supplier company in the UK. the company holds its customers and maintains various things it designed many new types of affordable tariffs. Employer often changes their new tactics or strategies for their employees (Bryan, 2021). Because many of these changes or transitions affect the motive of the employees which put an effect on the company also. After consulting with the employees both individually or in a group, if there may occur the result against the new tactics, this must be changed. If the approx 20 employees are against this new tactic, this must be changeable, which rule is followed by British Gas. 
[bookmark: _Toc132225149]Legal Implications of changing contractual employment terms
Contractual employment terms 
The contractual employment terms cover an agreement between the employees and the employers. This is agreed upon by the two that confirms there is a mutual trust and understanding between them through which they can only make reasonable and lawful demands to each other (Hussain et al., 2020). An employment contract is the foundation of building a strong relationship and is a written and verbal form that includes various terms and conditions related to the work schedule and policies of the specific company. The employment contracts mostly cover a detailed description of the payments, job description, termination-related rules, and regulations and most importantly it starts with the mutual agreement process. Acceptance of the contract is the promise given by the employees to the higher authority of the company. The issue started when the above-mentioned company British Gas had implemented extra work pressure by raising the work time of its employees without paying the incentives (Rosenblatt, 2021). Some dispute arises among the boiler engineers and the employers of that particular company based on breaking their contractual employment terms in 2021. Several key causes are there like the nondisclosure rule, clear mention of work time, the details about the holidays, and pension-related information. Other restrictive covenants that are also included in contractual employment are non-poaching, non-solicitation, non-compete rules, and clauses that help both the employees and the employers.
[image: Employment Contract Management - tracking vision]

[bookmark: _Toc132225011]Figure 4: Contractual employment terms
(Source: Rosenblatt, 2021)
Contractual employment acts in the UK market
British Gas is a well-known energy service provider in the UK which helps their customers to be energy efficient at their place. They mostly supply boilers, electricity, and gas to households in the UK. Centrica, Transco, and BG group were formed from this cooperation in 1997 and these contractual employment issues started when the employees of Centrica decided not to sign the new employment contract. The employer of any company breaches the employment contracts by increasing the work timing, and deduction of the decided wages, and here this company British Gas forced their employees to work overtime which was not in the contractual employment acts of the UK (Farina et al., 2021). They were also forced to work under the new contract without any objections. The employees of Centrica decided to resign in this critical situation rather than work under the new regulations. Some multiple employment acts of the UK need to be discussed to understand the reason for the disputes between the boiler engineers and the management authority of British Gas.

[bookmark: _Toc132225012]Figure 5: Employment Acts in UK
(Source: Self-created)
Employment Rights Act 1996
ERA of 1996 of the UK  organises a set of rules for the employees that any company should follow to protect the rights of the people of the nation UK. These rights have the power to save employees in some critical situations like unfair dismissal, redundancy, and parental leave (Davies et al., 2022). The act confirms that it is the right of the employees to know the necessary employment terms of the company. The key factors that are already set are to protect the dignity and rights of every employee by providing the actual reason for dismissal from work. The cause of the unfair dismissal along with the redundancy payments is also included in this Employment rights act. There are also some subsequent amendments to favour the employees in their workplace that are like a parental holiday, working flexible hours and employer insolvency.     
Agency workers regulations 2010
This law involves the rights of the people without facing any discrimination in the payment and recruitment process. AWR 2010 forces employers to pay the same wages and provide similar work time to agency workers. This law is working as a process of protection of the rights and any employment contract that is already signed by any company with its employees (Jonsen et al., 2021). This employment contractual act helps most of the employees in the UK to protect their dignity in the workplace. It also assists the employees to move from their old employers to the new recruiters by maintaining all the necessary liabilities.	
Minimum wage act 1998
This MWA 1998 secures the employees and the workers by forcing the management authority of any company to provide a minimum wage to all the employees in their organisations. This was the first legislation that offered a guarantee of minimum payment to the employees in their workplace. The amount of payment on a per-hour basis is also set by the government of the UK to establish and save the professional dignity and rights of every human being. This MWA of 1998 also offers the right to the people of the UK to take their recruiters to the court if they are not ready to pay their wages based on their work time.     
Acts used by British gas 
The above-mentioned company British Gas adopted some significant changes in its management process which deeply impacted the growth of the business. The employees are the core factors that control productivity which is directly interlinked to the overall sustainability of the company. Their notorious step to increase the timings of the work and not providing similar and appropriate wages to the people causes a haphazard condition among the employees. The authority of the company British Gas had forced their employees to work under the new terms and regulations but it was not easy for the employees to work extra without proper payment. Some of the disgruntled engineers signed the contracts but about 500 employees were not ready to accept the reformed contract. The authority decided to fire the people who were not ready to accept their new rules and started the fire and rehiring process. It can be assured that in this context the employers of the British Gas company had breached the governmental rules of the UK related to the employment contract of the employees.
The company British Gas had maintained multiple acts at the time of appointing their employees like the Minimum wage act, and the Employment Right Act. From the very beginning, it was a famous organisation that maintained all the governmental rules and policies that are directly related to employee satisfaction (Wang et al., 2021). However, after the continuous strike of the engineers it was discovered clearly that they violated the rules of these acts by not providing the appropriate money to their employees. The Employment Right Act covers the situation when an employee faces problems related to dismissal or payment-related issues and provides specific laws for the violation of this particular act. The unlawful dismissal of this company, British Gas, and its fire and rehiring process causes a problematic situation in the time of managing its productivity. The ERA of 1996 is the updated version of the traditional labour law protecting the rights of payment and unlawful hiring process of any company in the UK. They also breach the Minimum wages act by not providing their incentives on the time of uplifting their work timing
[bookmark: _Toc132225150]Employee engagement 
Employee engagement defines the concept under human resource management, which follows the level of dedication and enthusiasm that an employee feels while doing their job role. The engagement of the employees critically influences the business growth of the particular company, it depends on the employees' morale and satisfaction also. Human resource management and employers enhance employee engagement by using effective communication levels, discussing career development, and offering promotions and rewards for their excellent achievement of the job role (Dagilyte et al., 2022). The HR management can enhance employee engagement by frequently informing them about the organisation's performance at the level of other competitors and how they have to work to sustain their better performance. The company has to make them feel valued and respected in their work environment through the proper and maintained communication level with them. The fire and rehire contract of the British Gas company impact employee engagement and relations with employers that create many changes in their work environment. The HRM strategy develops practices regarding the sustainable health of the company, safety, environmental issues, and wellness issues and risks that may be created due to contract actualisation. 
[image: It's Time to Outlaw Fire and Rehire]
[bookmark: _Toc132225013]Figure 6: Stop Fire and Re-hire
(Source: Dagilyte et al., 2022)
Changes regarding employee engagement 
The fire and rehire strategy refers to the rules that relate to hiring employees after getting them fired. The employers, after dismissing the employees' terms of not accepting the new contract that the company has to impose on them, rehire those employees who accept the new contractual terms (Dobbins,  2022). The new contracts are less favorable for the employees so they do not want to follow them.
In the British gas company, the employers have forced their employees to accept the new contracts, that is they have to work for longer times without additional pay and the new contract is not accepted by several employees of the company. Thousands of British Gas Boiler engineers have refused to accept the new changes in their employee engagement. As a result, British Gas has imposed the strategy of firing or rehiring the employees. The strategy has forced them either to accept the contracts or they would be dismissed. Many employees, though dissatisfied, have signed the new contract. On the other hand, Centrica, owning British Gas, has confirmed that around 2% of the employees have not accepted the new contract and have been dismissed (Mazzucato, 2022). This situation creates several changes in the employment engagement policies of the company.
Employee contract and relations
The firing and rehiring process means the rearrangement of the employees in a particular company. The British gas company has rearranged their employees with the use of a fire and rehire strategy that affects the relations between the employees and the employers. Most of the employees have become dissatisfied, though they have signed the new contract. The contract is to work overtime without additional payment. This contract has forced the employees into their job roles (Harrison et al., 2022). That does not give them job satisfaction, it also affects their performance. The company follows the fire and rehire process generally when they are not capable of reducing the workload in terms of the increased costs. Moreover, if the company stands on the pressing and urgent requirement of reducing benefits costs and salary improvement of the employees for their business survival, then they have to be bound to follow the strategy. All these terms, the British Gas company may have faced so that they have to follow fire or rehiring in managing their staff. 
Communication and consultation
The employers and the HR manager have to follow the frequent communication level with their employees to develop their performance and better growth in employee job satisfaction. They, whenever needed, consult with their employees to get their innovative ideas that may increase their performance level that develops the business growth as well. High communication levels and consulting with their workers regularly are very important practices in employee engagement policies (Black, 2021). The British Gas company manages their employees to recover their dissatisfaction and get their best performance in developing their business growth, through proper and advanced ways of communication. There have to come new changes in their communication and consultation level with their employees. The previous environment of the fire or rehire process and the latest environment of the workplace do not remain the same. This is a big change in the company that the employers and also the HR management authority have understood. The number of staff has decreased, so the work pressure has increased for the individual workers. Being the Boiler engineers of the British Gas company, the employees have to remain most of the time in a hot environment. So the engagement policy through communication and consultation requires the understanding process of their workplace environment problem. 
Potential impact regarding the changes in employee engagement 
The significant changes in employee engagement of the British Gas company, due to the fire or rehire strategy, have faced significant and potential impacts in their employee engagement policies that are discussed here with relevant surroundings. The employee engagement of the British Gas company has faced some potential risk factors in terms of the sustainable health of the business, the safety of the relations between the employees and the employers, workplace environmental issues, and the wellness issues of developing the business. The main challenge of firing and rehiring the employees means it dismisses many employees which may lead to claims of unfair dismissal and it may have very potential risks that affect their business (Shackleton, 2022). The firing and rehiring people process generally should take a minimum of 30 to 90 days of consultation period respectively before the first discharge takes place. However, having difficulties in financial conditions British Gas may not have followed the rules in employment engagement policy. So, it causes a disgruntled situation in the workplace of the employees. 
Furthermore, the number of existing employees after rearranging them has reduced, so the work environment gets heavy pressure from individual employees in their workload and they face difficulties to achieve their goals. They do not get the additional payment for overtime in terms of the new contract. That also affects the safety of employee engagement and they can strike against the company due to breaching the general rules of employee engagement. That affects the sustainability of the company and tier business. The wellness of the company is also influenced by the above-mentioned rearranging process of employees. The employees would not want frequent communication with their employers in the sense that they may give more pressure on work while communicating with them. They also have their personal life, child care responsibilities (Ngoc Su et al., 2021). That also affects this contract and the unfair dismissal of other employees. So the employee engagement policy gets more difficult to manage the employees and give them job satisfaction simultaneously. 
[bookmark: _Toc132225151]Evaluate HR involvement 
Contemporary employment relations 
Contemporary employment relations consider current improvements in the relations of the employees, described as how the relationships between employees of an organisation are experienced, overseen and contested. Furthermore, fire and rehire is a legal ancient strategy that refers to when the employees are fired by the employers and rehired according to new terms and conditions (Cruddas,  2022). British Gas disposed of the fire and rehire strategy that is forcing the employees to be left with two choices accepting the new term of the contract or being terminated. Around 7000 employees participate in strike action after having the threat of being sacked by the organisation. Moreover, a huge number of employees lose their occupations when they disagree with the new terms and conditions of the fire and rehire scheme imposed by British Gas. With the application of this new policy, this organisation confronts several issues such as conflicts, hour and wage issues, annual leave disputes, attendance and timekeeping issues, and many more. An HR department of an organisation is responsible to resolve all the organisational issues by implementing effective HRM strategies to gain continuous development for the company.
HR involvement 
HR of an organisation is responsible for managing employees along with maintaining good bonding among employees to achieve further success for the organisation (Crossdale et al., 2022). Due to the changes in terms and conditions of recruitment, several long-running issues have been created in British Gas. An HR team performs efficiently to manage contemporary employment relations issues.
[image: High‐involvement human resource practices and their impact on  organizational ambidexterity: The mediating role of employees' ambidextrous  behaviors - Al‐Agry - 2021 - Global Business and Organizational Excellence  - Wiley Online Library]
[bookmark: _Toc132225014]Figure 7: HR Involvment
(Source: Crossdale et al., 2022)
Conflict Management
The application of the fire and rehire policy by British Gas, a renowned energy service provider in the United Kingdom, has caused several conflicts. Considering a system that allows employees along with employers to effectively communication, HR can avoid misunderstandings (Hickland et al., 2020). With the use of this system, HR can make sure that the employees of British Gas feel that their problems are always heard by the authority.
Safety in the Workplace
Promoting safety in the organisation is important to produce a sustainable healthy work environment. An efficient human resource department requires ensuring that all equipment of safety is used properly along with implementing adequate security measurements. The Human Resources of this organisation in the UK make sure that the workers are not facing too much work pressure due to so many overtime shifts (Goodwin,  2020). They implement some software for tracking schedules to provide breaks to the employees. Additionally, this procedure allows the reduction of overtime in the context of designing a work environment that is unsafe for the workers.
Hour and Wage Issue
One of the most important issues of British Gas, created by contemporary employment relations is the hour and wage issue. By motivating employees to keep track of and also manage their schedule HR can avoid wage and hour issues (Kinsella et al., 2022). With this process, unnecessary work pressure and overtime scheduling can be prevented. Avoiding these issues allow British Gas to ensure that their workers perform accurate jobs with the right pay grade.
Attendance and Timekeeping Issue
Attendance issues along with timekeeping issues are very common in British Gas, a well-known energy service provider in the UK. Utilizing developed technologies, the human resources of this organisation can allow their employees for keeping track of their time and also share opinions about their issues related to attendance (Hughes, 2021). Furthermore, this is useful to reduce the possibilities for conflict along with providing British Gas a handy advantage.
Managing Diversity
Diversity management is another noteworthy involvement of HR. As British Gas contains a workforce of different national origins as well as different backgrounds, HR requires to imply various strategies to manage the diversity within the organization. For managing diversity in British Gas in the UK, HR needs to communicate with the employees frequently and also provide consultation to satisfy the employees (Mousa et al., 2020). Additionally, with proper consultation and guidance employees of this organisation can gain motivation to upgrade their performance for further betterment.
Annual Leave Disputes
Due to several terms and conditions employees of British Gas are not conscious of the leave policy of the organisation. With the consideration of leave management, allow the HR of the organisation to form a transparent and legal leave policy that reduces disputes (Maldonado and Nieuwenhuis, 2019). Providing easy access to the employees may help to create sustainable ethics for British Gas. Free conversation between HR and employees regarding leave requests along with leave adjustment also produces a work-friendly environment.
The traditional model of human resource management
Several traditional human resource models are implemented in HR management in the United Kingdom. British Gas of the United Kingdom is a well-known energy service provider that helps its consumers to receive sufficient energy in their area. Most of the clients of this organisation are from households in the UK with the requirement of electricity, gas along with boilers. For solving the issues and producing sustainability in international, environmental along with ethical aspects of British Gas, human resources follow the federated model. This completely decentralized HR functioning model operates independently. Implementing this traditional HR model, this organisation and its HR department perform a coordination role with a lot of service delivery.
[image: What is Standard Causal Model of HRM]
[bookmark: _Toc132225015]Figure 8: Federated Model
(Source: Bertola et al., 2023)
Major advantages of this traditional HRM model have enhanced accountability, and ownership as human resources of British Gas is discovered within the various business units of this organisation (Mo et al., 2022). It also provides elasticity while influencing scale with the help of standardisation and also better and developed technologies. 
Enhance accountability and ownership
The model proposes accountability along with ownership and within every federation of British Gas, HR is noticed as a function. Implementing this model allows the HR of British Gas to reduce sustainability issues. Enhanced accountability and ownership allow all the employees of this organisation to be more skilled (Bertola et al., 2023). It also boosts the confidence of the employees and also makes them realise that their contribution is an important part of the further growth of British Gas. Besides, with increased ownership, the human resource department provides diversified along with challenging tasks which ensure the growth of the employees as well as the betterment of British Gas.
Flexible and adaptable
This traditional human resource management model is adaptable and also flexible to this organisation. Employees, HR, as well as the employers of this organisation, can identify the issues and the appropriate solutions easily by using this model (Sang et al., 2022). As this model is flexible to the requirements of the organisation it helps HR to convey ideas to the workers easily (O’Sullivan et al., 2021). That helps employees to be confident about their work process. Additionally, the adaptability of this traditional model requires less period to be applied. HR can design faster learning processes with the help of the flexibility of this traditional model.
Influence scale
The federated model still influences scale via allotted technologies along with sharing genuine costs between the organisation to save money (Wright, 2022). HR can achieve the ability to access different improved technologies. Moreover, sharing genuine costs helps to set transparency among the workers of the renowned energy service provider of the United Kingdom.
[bookmark: _Toc132225152]Conclusion
The company British Gas had faced a tremendous controversy related to their changes in the employment terms and conditions years back. Their long disputes with the boiler engineers resulted in several strikes in their company that caused issues in generating their revenues and profitability from the gas business. The professional relationship between the employers and the employees is very significant to manage the long-term sustainability of any company and these unlawful steps provoke the engineers to start a strike against the company. The rights of the employees are very significant to protect and secure the above-mentioned company and breaches of the contractual employment terms can cause severe changes in the productivity of every individual employee. From this assignment, it can be concluded that the company needs to adopt some significant changes in its decision-making process by involving the HRM and HRW. The rights that are already set in the employment rights of the UK government to secure employee rights in every business need to be followed carefully. The fire and rehire strategy of this British gas company have impacted badly the employees and that is the reason that the company faces significant controversies which affect its reputation in the UK business market.
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Figure: Stop fire and re-hire



Recruitmnet 


Re-hire


Retension


Employment Rights Act 1996


Agency workers regulations 2010


Minimum wage act 1998


Page 2 of 2

image3.png
B

Employment
Contract

Vacation

R

Benefits
in Kind

Contract
Types





image4.jpeg
L





image5.jpeg
High-involvement HR practices
Ability-enhancing
HR practices
Motivation-enhancing
HR practices
Opportunity-enhancing
HR practices

Employees’
ambidextrous behavior

Organizational ambidexterity
l Exploration |

[ Exploitation ]





image6.png
Overall HR HR HR (Improved) (foroses)
strategy strategy practices outcomes performance performance





image7.jpeg




image1.jpeg
STOP THE

I - Dl ISh GaS
4 |§|RE &
REHIRE





image2.jpeg




