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[bookmark: _Toc133797023]Introduction
Managing people through employment contract changes may be difficult for organizations. Changes may be required to be competitive, but they may also have legal repercussions and affect employee engagement. This problem is managed by HR, although classic HRM approaches may not be suitable for modern employee interactions. This article examines the legal ramifications of modifying employment contracts, the possible effect on employee engagement, and HR's role in handling this problem.
The legal foundation for contractual changes, including “fire and rehire” strategies, consultation, notice, and compensation, will be examined first along with considering discrimination, contract violations, and wrongful termination. Afterwards, it will explore how contractual changes may affect employee morale, motivation, and productivity. It’ll also discuss how communication and consultation may help manage change and reduce employee disengagement. 
Then HR's position in managing contractual changes, including its function in fostering communication, advice, and negotiation between employees and management will be assessed. It will also examine whether traditional HRM models are sufficient for managing modern employment interactions, particularly HR's requirement to balance organizational and employee demands. This article seeks to assist organizations manage people in the context of changing employment contracts while guaranteeing legal compliance and strong employee engagement by sharing insights and best practices.

[bookmark: _Toc133797024]Reviews of "fire and rehire" tactics within the UK labour market to evaluate the approach taken by different organizations
"Fire and rehire" is a controversial problem in the UK labour market that has gained attention in recent years. As part of this strategy, employees' contracts are terminated and they are rehired on different, and usually less advantageous, terms and conditions. While some businesses may see this as a necessary evil in order to survive in the current economic climate, others may view it as a violation of workers' rights and a dangerous downward spiral (Dagilyte et al. 2022). This article examines the practice of "fire and rehires" in the business world of the UK, analyzing the various approaches used by different organizations and the potential effects this phenomenon may have on workers, businesses, and the economy overall. 

[bookmark: _Toc133797025]The prevalence of fire and rehire tactics
The strategy of firing employees and then rehiring them has been utilized in many different fields, which include manufacturing, retail, and the hospitality industry. A number of high-profile incidents of “fire and rehire” have occurred in the UK's labour market. In 2020, for instance, British Gas publicly stated its intention to lay off and rehire thousands of staff due to a disagreement over wages and benefits. 
British Gas's conflict with its boiler engineers over proposed changes to their working conditions has been going on for quite some time. British Gas engineers, supported by the GMB trade union, went on strike many times over the nine-month conflict. To no extra compensation, the engineers were asked to sign new contracts requiring them to work longer hours. A thousand engineers initially refused to accept the modifications to their employment contracts, prompting British Gas to implement a “fire and rehire” policy that gave them the option of accepting the new conditions or being terminated. Although many disgruntled engineers signed the new contracts, Centrica, the company that owns British Gas, stated that 2% of its staff, or roughly 500 employees, refused to sign the new contracts and were subsequently fired. 
In another instance, in 2021 Tesco, the UK's largest retailer, was criticized for its “fire and rehire” strategy to decrease the salaries of employees at its distribution centres. Other corporations that have employed “fire and rehire” strategies in recent years include British Airways (which received significant outrage in 2020 for slashing the salary and working conditions of thousands of its personnel) and Weetabix (which produces breakfast cereal) in 2021.
The tactic of "fire and rehire" has been heavily condemned by labour advocacy organizations and unions, who see it as exploitative since it reduces employees' rights and stability in the workplace (Tanova and Bayighomog, 2022). The government of the United Kingdom is under pressure as well to initiate action to stop the implementation of these techniques, with some advocating for a complete prohibition. 

[bookmark: _Toc133797026]The justification for fire and rehire tactics
Companies believe that the only way for them to thrive in the current economic climate is to implement tactics that include "fire and rehire" tactics. They contend that the only way for firms to keep their profit margins stable is to reduce their operating expenditures and increase their productivity while simultaneously cutting their personnel costs, and so forth (Armstrong and Taylor, 2023). It's feasible they may boost earnings by repeatedly laying off and rehiring workers to reduce overhead costs like salaries and benefits.  

[bookmark: _Toc133797027]The impact on workers
It's possible that “fire and rehire” practices will have a significant impact on workers. As a direct consequence of this, it is possible that the income, benefits, and job security of a great number of individuals may decrease. Employees who have worked with a business for a significant amount of time and people with whom the company has formed a productive working relationship may experience a sense of abandonment as a result of such actions of the company (Cruddas, 2023). A number of studies have shown a connection between stress, anxiety, and other problems with mental health.

[bookmark: _Toc133797028]The impact on employers
The term “fire and rehire” may result in some short-term cost reductions for firms, but these cost reductions may not, in the long run, be sufficient to offset the expenses of using this technique. If employees' compensation and benefits are reduced, it might have a negative impact on their morale and motivation, which in turn could result in decreased productivity and increased employee turnover (Dobbins, 2022). As a consequence of the bad publicity that this will generate for the organization, they may also discover that their ability to attract and keep talented employees will suffer as a direct result of their decision to turn to such tactics. 

[bookmark: _Toc133797029]The impact on society
Policies known as “fire and rehire” may have repercussions that extend beyond the social sphere. It's possible that lower wages and fewer benefits for workers may make economic inequality and poverty even worse. It is possible that this may result in increased unrest in society as well as a decrease in the strength of social relationships (Bogg and Brodie, 2023). Companies who participate in such practices run the danger of being misconstrued as being founded on exploitation, which may have long-lasting impacts on the company's reputation as well as its ability to recruit and keep consumers.

To summarize, the process of terminating an employee's employment and finding a replacement in the UK labour market is fraught with complications. Some companies defend the tactic by arguing that it is necessary to maintain their competitive edge. Other firms, on the other hand, argue that it violates the rights of workers and fosters a race to the bottom. The repercussions of such techniques on workers, businesses, and society as a whole are complicated and multifaceted, and it is important to take them into consideration (Bal and Brookes, 2022). It's possible that these alterations could help firms reduce expenditures in the near term, but it's also possible that they will have significant long-term consequences on businesses as well as far larger societal ramifications. Even though it is ultimately up to the individual companies to decide whether or not they will use strategies involving firing and rehiring employees, these companies should not make this decision until they have given careful consideration to every single factor that is pertinent to the issue.

[bookmark: _Toc133797030]Explains the legal implications of changing contractual employment terms
Employment contracts are binding agreements between both an employee and an employer that outline the terms of that employment. Employers might require modifications to the terms of employment contracts in response to changes in market conditions. Nonetheless, when negotiating a new employment contract in the UK, employers must take into account the unique legal considerations of the local labour market (Alshurideh et al. 2022). This article will discuss the ramifications of modifying employment contracts in the United Kingdom, which include the rights of employers and workers, the conditions under which modifications are enforceable, and the penalties for failing to comply.

[bookmark: _Toc133797031]Rights of Employers and Employees
Employers in the UK have the ability to change the terms of employment contracts so long as they follow the proper legal requirements. However, in order to do so, they must first get the employee's consent. They are, nevertheless, obligated to take into consideration the needs of the individuals who make up their workforce. To accomplish this goal, it is important to provide them with plenty of advanced warning of any changes, to get their input on the changes that have been planned, and to provide a forum where they may express any concerns they may have (Devereux and Wadsworth, 2022). In the United Kingdom, workers have the option of objecting in written form to any changes that will negatively impact their working conditions. Constructive dismissal or breach of contract claims may be filed by an employee if the employer implements significant changes to the employee's status without addressing the modifications with the employee. 

[bookmark: _Toc133797032]Enforceability of Changes
In order for a change to an employment contract to be valid and binding in the United Kingdom, it must be agreed upon by both parties. This can be accomplished through the parties agreeing on a new contract with each other, or by both parties exercising a right to make changes to the old agreement after giving notice and engaging in discussion (Harrison et al. 2022). Even if a worker in the UK gives permission to make changes to their working circumstances, an employer in that country is not allowed to implement such changes unless they have followed all of the appropriate legal procedures. In a scenario, where the appropriate procedures fail to be followed, the firm faces the risk of being taken to court. 

[bookmark: _Toc133797033]Consequences of Non-Compliance
If an employer in the UK improperly changes the terms of an employee's employment contract without first going through the appropriate legal channels, the employer risks being found responsible for the breach of contract, which is a form of civil misconduct. Claims of discrimination, constructive dismissal, or breach of contract are some examples of these types of lawsuits (Spencer et al. 2023). In the event that an employee makes a claim and is successful in having that claim upheld, the employee's previous employer may be required to compensate the employee for any losses that were sustained as a direct result of the change in employment. Losses might be accounted for as salary, benefits, or whatever else became important to the complaining party. 

[bookmark: _Toc133797034]Academic example of the legal implications of changing contractual employment terms
The court case of Bateman and others v. Asda Stores Ltd. serves as a concrete illustration of the legal repercussions that might result from changing the terms of contractual employment in the context of the UK labour market. In this particular instance, around 7,000 hourly employees at Asda Stores Ltd were impacted by an alteration in pay structure that resulted in an adjustment to their employment contracts (LYTH and ADAMS-PRASSL, 2022). The new pay structure, which consisted of the deletion of specialized insurance rates and allowances in addition to the consolidation of a variety of hourly earnings, caused a drop in pay for some of the workers as a consequence of the new pay structure.
The affected employees filed a lawsuit against Asda Stores Ltd. for breach of contract and equal pay. Employees have asserted that they were not given enough notice of the planned changes to their remuneration system, nor were they given the chance to offer feedback about those alterations.
The Employment Tribunal ruled in favour of the employees, determining that the salary cutbacks were an unlawful breach of contract and giving their approval. Given that the workers' efforts were comparable to those of their counterparts at the distribution centres, the Tribunal also recommended that the workers deserved to be paid the same amount as their counterparts at the distribution centres.
Despite the best efforts of Asda Stores Ltd., they were unsuccessful in their appeal to the Employment Appeal Tribunal. The case was appealed all the way to the Court of Appeal, which eventually upheld the decisions made by the two lower courts that had previously heard it (the Employment Tribunal & the Employment Appeal Tribunal).
The Bateman case illustrates the potential adverse effects on legal standing that might result from changes to employment contracts in the context of the UK labour market. Employers have a responsibility to adhere to the right legal procedures when making alterations to an employee's employment contract. These processes include providing workers with enough notice and communicating with them about the changes (Ante, 2021). If proper procedures are not adhered to by an employer, there are a number of different sorts of legal proceedings that might be taken against the employer. Two examples of these types of legal action are claims for breach of contract as well as equal wages. Employers should seek out legal counsel before making any changes to the work terms outlined in a contract in order to ensure that the changes will be in compliance with applicable laws.

To summarize, in the labour market of the UK, altering the contractual terms of employment can have serious legal repercussions for both employers and employees. Employers are required to adhere to the appropriate legal procedures in order to make alterations that are lawful and to protect themselves from legal action. If their employment contract is changed without their agreement or without following the proper procedures, British employees have the legal right to initiate legal action and have the option to refuse any proposed changes that have been made to their employment contract (Bennedsen et al. 2022). When employers in the UK labour market make modifications to the contractual terms of employment, they are obligated to interact with their personnel, give them appropriate notice, and allow them an option to express any concerns that they might have. In addition, they are required to provide their staff with an opportunity to address any complaints they may have. 

[bookmark: _Toc133797035]Considers the potential impact of any changes on employee engagement 
Participation in work-related activities on the part of employees is critical to the success of any firm. Employee engagement may be described as the extent to which people are engaged in, inspired by, and excited about their employment and the firm as a whole. Any changes that are made to the employment contracts of the employees will very immediately have an effect on the amount of excitement shown by those workers (Mäntymäki et al. 2019). This section of the article, it will be addressed how organizational transformations can influence employee engagement and what actions companies can take to reduce the impact of any potential negative consequences.
The most significant ways in which modifications to employment contracts may impair employee engagement are the introduction of uncertainty and instability into the working environment. When employees are concerned about their employment and their capacity to progress in their careers, they may experience increased levels of anxiety, stress, and disengagement in the workplace (Townsend et al. 2022). It is possible that a loss of trust in the firm as a consequence of changes to working hours, salary, or job duties might make disengagement among workers even more severe.
Modifications made to employment contracts can additionally have a negative impact on a person's level of satisfaction with their job. Employees may develop feelings of dissatisfaction with their employment if they perceive that the changes in their working conditions, such as a reduction in compensation or the elimination of other benefits, have been adversely impacted as a result of the alterations (Hansen, 2020). As a direct result of this, there is a possibility that employees would have less passion for their job and will be less dedicated to the organization. 

[bookmark: _Toc133797036]Study about the potential impact of changes on employee engagement 
A recent study conducted by researchers from the University of Manchester focused on the level of employee engagement in public-sector organizations in the United Kingdom. A study was conducted with over 1,000 employees in the public sector both before and after a period of significant organizational change that led to layoffs, reorganization, and various other changes to working conditions. 
According to the findings of the study, the modifications had a significant impact, both positively and negatively, on the level of employee engagement. When comparing the pre-change era to the post-change period, there was a dramatic drop from 73% employee engagement down to 57% employee engagement (Wen et al. 2019). It was discovered that employees who had been laid off their employment or had had their salary slashed were also less engaged than the working population as a whole.
On the other hand, the study revealed a variety of buffers that protect against the disengaging impacts of work-term transitions. It is more likely that a person will remain involved in their work if they keep themselves aware of the changes that are taking place if they are given the chance to provide thoughts and suggestions, and if they are provided with the tools they need to adapt to the changes.
The findings of this study highlight the need of maintaining open channels of communication, engage in comprehensive training, and providing constant assistance throughout periods of organizational development. Employers are able to retain their workforces productive, involved, and devoted even in difficult times if they place a priority on employee engagement and implement methods to limit the negative effects of changes in employment circumstances (Ismail et al. 2019). This is accomplished by putting a high value on employee engagement while adopting strategies that minimize the negative effects of changes in employment conditions.
In summary, the results of this study provide valuable information for businesses on the manner that future adjustments to employment terms may impair employee engagement along with what companies may do to mitigate the effects of such changes. An organization-wide focus on employee engagement is one way to ensure continuing productivity, creativity, and competitiveness during a period of dramatic change. This may be accomplished by encouraging participation from employees at all levels.

[bookmark: _Toc133797037]The positive impact of changes in employee engagement 
Employee engagement may suffer as a consequence of a number of factors, but not all of them are related to changes in contractual employment arrangements and also not all are adversely impacted by employee engagement policies. There may be a positive influence on productivity if employees are informed of the changes and provided a chance to speak with their opinions (Wilkinson et al. 2020). In general, loyalty and engagement among employees rise when workers believe their ideas and suggestions are being heard and considered.
If there are negative effects on employee engagement, employers may take measures to counteract them. A big part of this is being up-front and honest when talking to staff and stakeholders about the changes that are being introduced and why it is necessary. In addition to pay and benefits, opportunities for development and training are crucial to keeping employees interested and invested in their jobs while they undergo transitions (Davidescu et al. 2020). The best way for workers to adapt to their new jobs is for their employers to provide them with the support they need. Included in this category are opportunities to learn about and adapt to new rules and processes, as well as mentorship and training tailored to individual positions.
As a last point, businesses need to think about their employees' satisfaction throughout transitions. Services for mental health, work-life balance, and flexibility in the workplace are all examples (Farndale et al. 2020). Employers that put their workers' happiness first may boost morale and productivity even in the midst of transition by making their workers feel appreciated, supported, and appreciated. 
It may be concluded that adjustments to employment contracts have the potential to have a significant impact on the level of motivation shown by employees. Whenever an organization induces a change, it is responsible for determining the manner in which that change will impact employee morale and taking any preventative measures that are required. To accomplish this goal, it is essential to keep the channels of communication with the staff accessible, to promote their involvement, and to give sufficient assistance and instruction to facilitate an effortless transition (Wang et al. 2019). Because these safeguards are in place, companies have the ability to ensure that their staff members will react favourably to any alterations that are introduced to their employment contracts. This, in turn, will lead to increased levels of commitment and output from the workforce.

[bookmark: _Toc133797038]Evaluates HR involvement in contemporary employee relationship issues 
If a contented and productive workforce is to be preserved, the Department of human resources has to be engaged in making choices on “fire and rehire” policies, modifications to employment contracts, and measures to increase employee engagement (Morales-Sanchez and Pasamar, 2020). Professionals working in human resources play an essential part in tackling these concerns, ensuring that they are handled in a transparent, fair, and ethical manner, and limiting the negative consequences that these challenges have on employee engagement.
In the case that a company decides to use a “fire and rehire” strategy, the professionals who work in human resources have the duty and the obligation to ensure that the business is in accordance with all employment laws and regulations. They should contact legal counsel to evaluate the conditions that are described in employment contracts, agreements for collective bargaining, and any other relevant documents to ensure that any changes to employment conditions are done in accordance with the law (Tuzovic and Kabadayi, 2021). This will ensure that any changes that are made to employment conditions are done in accordance with the law.
The HR department should consider the potential impact that "fire and rehire" rules have on workers' satisfaction. They need to do all in their power, to be honest with workers about the changes that are happening and the way in which they will be impacted, and they need to offer employees the resources and assistance they need in order to adjust to the changes (Harney, 2019). The Department of human resources has to maintain a close watch on employee engagement to ensure that it remains at a high level and to be ready to take remedial action if it's required. 

[bookmark: _Toc133797039]Case of Uber in contemporary employee relationship issues
The current crisis involving Uber, a ride-hailing company that has endured a lot of workplace troubles in the preceding few years, serves as an example of HR's involvement in contemporary challenges pertaining to employee relationships. A former Uber engineer quit the position in 2017 as a consequence of sexual harassment and discrimination and then spoke about her experiences on her blog after she left the company. In reaction to this, the company decided to conduct an investigation inside the company, which ultimately led to the termination of over 20 employees and the removal of CEO Travis Kalanick.
In response to the criticisms that have been levelled against the culture at Uber, the company has filled the position of Chief Diversity and Inclusion Officer with an extra individual and required anti-discrimination instruction for all employees. The company has made it simpler for employees to report issues, in addition to implementing a new code of conduct and establishing a hotline for them to utilize. Additionally, the company has made it more convenient for them to do so.
In response to feedback from workers, the company's human resources department worked closely with both the chief executive officer and other members of senior management to develop strategies for enhancing the culture of the workplace (Hamadamin and Atan, 2019). The Department of human resources was involved in the examination of the complaints, the formulation of new rules and processes to prevent future problems, and the distribution of information to employees about the two duties that were most recently assigned.
In this scenario, it is clear that human resources play a significant part in the improvement of workplace culture and the resolution of complaints about discrimination and harassment, which are among the most important problems in modern work environments.
[bookmark: _Toc133797040]Potential solutions
Any changes that are made to employment contracts need to be made paying close regard to the requirements of the various laws and regulations that are currently in effect. In addition, HR experts are required to provide employees with training and assistance in order to help them in adjusting to the changes, and they should communicate honestly and clearly with employees about the rationale for the changes and how the changes will influence them (Galanti et al. 2021). In addition, HR professionals should keep a check on the engagement levels of employees to ensure that they remain high and take action to deal with any difficulties that may develop.
Consequently, HR professionals need to think about how the changes might affect the level of motivation and commitment of staff members. They have a responsibility towards their employees to communicate the changes in as clear and open a manner as is practicable, and they must also give their employees the tools and support they need in order for them to make the essential modifications to their work. The Department of human resources has to maintain a close watch on employee engagement to ensure that it remains at a high level and to be ready to take remedial action if it's required.

It can be summarized that human resources professionals play a significant part in the resolution of issues such as “fire and rehire” strategies, shifting employment contracts, and altered levels of employee engagement. Human resource professionals can ensure that these concerns are addressed in a democratic, open, and ethical manner while also ensuring that any negative effects on employee engagement are minimized by collaborating together with legal professionals, talking openly and truthfully with workers, and offering training and assistance (Jung et al. 2021). The human resources department (HR) is responsible for performing an important role in the process of creating an upbeat and productive working environment, which is critical to the success of any firm.

[bookmark: _Toc133797041]Considers whether traditional HRM models provide an adequate framework for managing contemporary employment relations
In the context of modern employment relations, it can be difficult to effectively manage challenges such as “fire and rehire” strategies, changing contractual conditions of employment, and transforming employee involvement. Traditional models and approaches to Human Resource Management (HRM) might not serve as a sufficient foundation for effectively addressing these challenges.
The majority of HRM models are structured in a hierarchical form and have a clear separation of responsibilities between HR professionals and operational management. Transactional and administrative duties, such as administering payroll and benefits, employing personnel, and assessing their performance, are often where these kinds of models find their most common use (Giménez-Espert et al. 2020). Even though these responsibilities are essential to the success of any company, it is possible that they are not sufficient to address the complicated and ever-evolving issues that surface in the workplace nowadays.
One of the fundamental shortcomings of current HRM models is their emphasis on top-down management and compliance. It is probable that this approach is not the most effective one for dealing with delicate topics such as "fire and rehire" methods, which can be noticed as being unfair and have the potential to reduce employees' faith in the system as well as their level of engagement in it (Troth and Guest, 2020). Professionals in human resources might have to take on an attitude that is more consultative and cooperative in these circumstances, working closely with employees and their designated representatives to identify and address problems.
In a similar vein, it may be challenging for traditional HRM frameworks to cope with the intricacies and frequent changes inherent in the process of dealing with revisions to the contractual employment arrangements of workers. It's possible that human resource managers in contemporary companies need to be more flexible in order to keep up with the fast-paced nature of their jobs (Chen, 2019). This entails placing a high priority on one's connections with employees and the representatives of those people, as well as cooperating with one another in order to find solutions to issues as they arise.
Overall, the management of changes in employee participation may be beyond the purview of traditional methods to HRM. When it comes to typical methods of human resource management (HRM), it may be challenging to monitor and keep tabs on employee engagement because of the many facets it consists of (Lopez-Cabrales and Valle-Cabrera, 2020). The creation of relationships, chances for feedback and cooperation, and the promotion of an inclusive and welcoming culture in the workplace are all facets of human resources that might require a more complete approach.

As a result, it is probable that the framework offered by traditional HRM is inadequate for dealing with the complexity of contemporary employment relations, such as "fire and rehire" methods, altering contractual employment conditions, and shifting employee participation. These issues are discussed in more detail in the following paragraphs. It's possible that managers of human resources will need to adopt an attitude that is more consultative, collaborative, adaptable, and comprehensive in order to satisfy the shifting demands of their businesses and their employees (Husband, 2020). Because of this position, it will be necessary for them to put a high priority on cultivating positive connections with workers and the leaders of the workers' unions, as well as creating a welcoming and secure environment for all workers in the workplace. 
[bookmark: _Toc133797042]Conclusion
In conclusion, managing people in the context of changing contractual employment conditions requires a careful balance between organizational requirements and individual interests. "Fire and rehire" tactics, changing contractual employment terms are controversial and must be managed. Organizations must combine employee well-being with competitiveness and adaptability. HR management is crucial, and classic HRM models might require to be updated to accommodate modern employee interactions. Equitable, clear, and mutually beneficial employment adjustments require good communication, consultation, with negotiation.
Contractual changes involve consultation, notification, and compensation, which organizations must consider. They must also avoid discrimination, contract violations, and unfair termination. Finally, organizations must evaluate how changes to employee involvement may affect morale, inspiration, and productivity. Organizations may improve employee engagement and foster an atmosphere of cooperation by managing change proactively and involving workers in decision-making. Managing people in an environment of evolving contractual workplace conditions needs a complex and effective strategy that combines legal compliance, effective interaction and participation, and organizational and employee interests. In a fast-changing corporate climate, doing so promotes mutual benefit and long-term achievement.
[bookmark: _ezowypoh6zb8]
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