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[bookmark: _Toc182938627]Abstract 
The study aims to analyse the impact of Brexit on specialized recruitment in the telecommunication industry in the UK. The researcher collected the required data from secondary sources with a mixed approach of qualitative and quantitative methods. The data was analysed with thematic and quantitative analysing techniques to avoid any fake or unstructured data. The researcher has found that Brexit was very significant for GIGROUP to manage the necessary workforce. It introduced numerous challenges for the specialized recruitment to increase the overall productivity. The recruitment practice mostly focused on alternative ways where the domestic talent offered the major opportunity to conduct regular operations. Besides, the plans for digital transformation and collecting talent from different countries were very supportive of GIGROUP. By adopting innovative processes in GIGROUP it was possible to reduce the negative impact. The issues were possible to mitigate to enhance the overall strengths of GIGROUP to focus on its targets. So, it can be possible to understand that Brexit was a significant issue for specialized recruitment in GIGROUP. 
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[bookmark: _Toc182938628]Chapter 1- Introduction 
[bookmark: _Toc182938629]1.1 Overview 
The study is about the impact of Brexit on specialized recruitment in the telecommunication industry. The changes in the recruitment process for the reason of Brexit mitigate the challenges represented and discussed here. The study can be an example for every industry to understand the process and challenges to overcome such complexities. Brexit was one of the most challenging factors for every business organization in the UK where the telecommunication industry experienced the most complications. As it needs to operate all of the tasks with expert employees to avoid any complications it needs to recruit the specialized employee in every sector. So, the telecommunication industry needed to bring various changes in the recruitment process and experienced numerous complications to overcome the crisis. However, telecommunication organizations with innovative plans were able to conduct their operations properly to attain competitive benefits. 
[bookmark: _Toc182938630]1.2 Background of the Study 
Brexit has a great impact on every sector in the UK. The decision was needed to get the support of the majority of people (51.9%) by their vote to leave the EU (Ahmad et al., 2023). It has an impact on the labour market in the UK and the sector which mostly depends on the employees of different countries across the UK faced the most challenging situation (Dos Santos Pereira, 2021). The telecommunication sector in the UK was impacted by the decision and there have been a lot of challenges. For the sector managing specialized employees was a major challenge for the reason of workers’ movement and visa restrictions (Aursulesei et al., 2024).                                                                       The changes in laws the reason for Brexit also impacted the recruitment process which introduced challenges in GIGROUP. For example, it contributes to the country's economy, and they do not have the scope to operate any task without recruiting higher-skilled and expert employees. GIGROUP is one of the most reputed telecommunication organisations for its effectiveness in managing specialized talented employees to meet customer demand (Kaur et al., 2024). It is also able to implement innovative strategies with the active contribution of specialized employees. But it was not possible after Brexit for failing to retain most of the specialized employees which was a matter of great concern during the period. Though it was able to overcome the challenges it faced a lot of complications to gain the desired results. 
[bookmark: _Toc182938631]1.3 Problem Statement 
Brexit was a very challenging decision because of the connectivity of every sector with the EU and there was needed to bring huge changes in a short time. The economic and political factors were the major things here which was not easier to manage for the UK to operate all of the tasks normally (Benz et al., 2024). The identified issue of the study is Brexit and its impact on specialized recruitment in the telecommunication industry in the UK. The researcher has discussed the advantages and challenges of Brexit to make the study standard. 
[bookmark: _Toc182938632]1.4 Research Aim 
The aim of this study is to analyse the impact of Brexit on specialised recruitment in the telecommunications industry. 
[bookmark: _Toc182938633]1.5 Research Questions 
1. How have recruitment practices in the telecommunications industry especially GIGROUP changed following Brexit?
2. Do GIGROUP has mitigated the impact of Brexit on recruiting?
3. Will Brexit affect the telecommunications industry's ability to hire new employees and relocate workers?
[bookmark: _Toc182938634]1.6 Research Objectives 
1. To assess how recruitment practices in the telecommunications industry especially GIGROUP have changed following Brexit.
2. To assess how GIGROUP has mitigated the impact of Brexit on recruiting.
3. To investigate how Brexit will affect the telecommunications industry's ability to hire new employees and relocate workers.
[bookmark: _Toc182938635]1.7 Significance of Research 
Brexit is a very significant decision which was very challenging for its impact on every sector (Blunk et al., 2021). The researcher has decided to conduct a study to represent the actual scenario for the telecommunication industry in the UK. The readers can be able to understand the concept of Brexit and the reasons for the decision by the government of the UK. The changes during the period related to the decision are also highlighted in the study. It also carries huge significance to enhance the awareness of the readers to understand how to manage such complicated situations. The telecommunication industry needed to have standard plans for mitigating the challenges in the post-Brexit to reach the targets. 
[bookmark: _Toc182938636]1.8 Scope of Research 
The study is about the impact of Brexit on specialized recruitment in the telecommunication industry in the UK. There is a huge scope to research the changes in legislation of recruitment and work permits. The researcher got the opportunity to represent the actual scenario for considering the case of GIGROUP. There has also been the opportunity to research future employment trends and manage the workplace in different critical situations. 
[bookmark: _Toc182938637]1.9 Structure of Research 
Table 1: Structure of the dissertation.
	Chapter
	Topic

	Introduction 
	This chapter included the overview, background and problem of the issue along with its aim, questions, objective, significance and further scope. 

	Literature review 
	This chapter included a critical evaluation and analysis of the existing journals and articles related to Brexit and its importance on specialised recruitment to identify the gaps in the recent literature.

	Methodology 
	This chapter included the techniques or strategies of data collection and analysis for input in the study to accomplish the objectives. 

	Findings and Analysis
	This chapter included the findings about Brexit and supportive discussion. 

	Conclusion and Recommendation 
	This chapter included the conclusion and the recommendations to overcome the negative impact of Brexit on recruiting employees in the telecommunication industry.  






[bookmark: _Toc182938638]Chapter 2- Literature Review 
[bookmark: _Toc182938639]2.1 Introduction 
Brexit was the decision to leave the EU based on the votes of the people of the UK. It was a very significant factor for every sector as it had a great impact on the economic and political sectors (Campello et al., 2022). Overcoming numerous challenges and operating the business operations was the key concern during the period. The changes in laws and legislation for employee recruitment and retention were the key concerns for the telecommunication industry. The visa restriction for the employees created a challenge to operate the tasks in telecommunication with expertise. It was a sudden decision for which reason the telecommunication industry failed to manage enough employees to conduct group work to meet the demands of the customers (Courtois and Sautier, 2022). The changes of process of business with the EU changed at that time which also increased complications to maintain the relationship with many suppliers. The researcher has collected relevant and reliable articles and journals here for reviewing and collecting the necessary information for this study. 
[bookmark: _Toc182938640]2.2 Brexit and Recruitment Process in the Telecommunication Industry 
Brexit is a decision which impacted almost every sector and needed to bring changes in the recruitment approach. According to Egan (2020), the decision of Brexit impacted the immigration laws for which reason the employees do not get freedom in movement and joining in any organisation like the post-Brexit situation. Dayan et al. (2021) agreed and added that telecommunications organisations in the UK mostly faced complications in recruiting experienced employees to operate all the tasks properly and grow continuously. Doellgast (2022) argued UK’s telecommunication industry highly benefited by getting their manpower in their country and developing the sector very fast.  Kumodji (2022) criticized and mentioned that the telecommunication industry faced the complication of retaining talented employees for operating the tasks with proper plans and improving the performance of the industry. McGovern (2023) agreed and added that the imbalance of the manpower in post-Brexit impacted the recruitment strategies, and teamwork was very critical to complete with expertise to ensure the higher quality of products. Many researchers including Javorcik et al. (2023), discussed that most of the telecommunication organisations needed to practice remote working to operate the tasks which increased the cost and challenges to offer the products to the customers as per the commitment. 
[bookmark: _Toc182938641]2.2.1 Changes in the Process of Specialized Recruitment for the Brexit 
According to Magennis et al. (2020), Brexit introduced a lot of changes in the recruitment process and the telecommunication industry needed to follow them to get the specialized employees to operate all of the tasks appropriately. Thissen et al. (2020) agreed and mentioned that it was needed to follow the new immigration rules which increased the challenges of getting the employees on time and the procedures were found very complicated and time-consuming. Montalto et al. (2021) disagreed and said that there was no need to bring significant changes to the process of recruitment to have enough skills and experience to recruit in every department to operate the tasks properly. Tiwasing (2021) argued and highlighted that the telecommunication industry needed to use worker visas to collect necessary employees to recruit them in the right place to avoid any kind of complication for making the plans successful. Ghauri and Ott (2022) added that by using skilled worker visas the telecommunication industry collected the necessary workforce with skills and experience to conduct the tasks in a flow and it was possible in a short effort for the concern of the global labour market. 
[bookmark: _Toc182938642]2.3 The Process of Mitigating the Impact of Brexit on the Recruitment Process in the Telecommunication Industry 
According to Felbermayr et al. (2017) and Jacobsson (2020), in the post-Brexit the telecommunication industry faced a lot of challenges which might be possible to avoid by developing pipelines of domestic talent to use in the necessary period to overcome such kind of situations. Kumari and Agrawal (2021) agreed and added that it was needed to provide enough training to the domestic employees and organize different upskilling programs to increase their efficiency to play vital roles in conducting regular operations for the wellness of the organisations. Hiraishi and Darvell (2021) did not agree and stated that the telecommunication organisations were able to practice remote working to continue the regular activities and there was not introduce any kind of challenge to worry and mitigate. Fuller (2021) criticized and highlighted that the changes in laws and legislation after Brexit impacted the recruitment process and it was not possible to mitigate the issue. The organisations made the earliest decision to collect experienced employees from different countries with sponsor visas to mitigate the risks. Du and SHEOPOTYLO (2022) strongly agreed and added that the organisations offered different benefits to the experienced to draw the attention of experienced and skilled employees from the global labour market to avoid further complications. 
[bookmark: _Toc182938643]2.3.1 Key Factors of Brexit that Impacted the Recruitment Process in the Telecommunication Industry
As per McCann (2018) and Dayan et al. (2021), the restriction of free movement of the people after Brexit was the major thing for managing the necessary workforce in every sector to conduct regular activities as per the before situation. Blunk et al. (2021) agreed and added that new immigration laws were needed to follow everyone and the majority of expert employees needed visas for work in their previous workplace which was not easier for making the decision and introducing the necessary changes. Brautzsch and Holtemöller (2021) also added that the organisations failed to convince most of the employees during the period and needed to operate the tasks differently. Campello et al. (2022) argued and emphasized that the shortage of local talent impacted more in the recruitment process as the telecommunication industry needed to depend on global talent which was costlier and time-consuming. Ahmad et al. (2023) criticized and highlighted that for the reason of workforce relocation challenges the recruitment process was getting more challenging for the telecommunication industry which was very complicated to manage during the period. 
[bookmark: _Toc182938644]2.4 The Effect of Brexit on the Telecommunications Industry’s Ability to Hire New Employees and Relocate Workers
According to Brautzsch and Holtemöller (2019) and Thissen et al. (2020), in the pre-Brexit period, the telecommunication industry had a large pool of skilled and experienced employees for recruiting which ability had been lost in the post-Brexit period. Tiwasing (2021) strongly agreed and added that because of the restriction of freedom movement, the telecommunication organisations were not able to retail the talented employees in every sector to operate all of the tasks as per the plans for the improvement of the overall performances. Courtois and Sautier (2022) argued and emphasized that telecommunication organisations brought changes in plans to manage the workforce so that the industry did not lose its strength to operate the regular tasks to meet the demands of the people. McGovern (2023) agreed and added that remote work practising was the key strategy to retail the talent and make the team fulfilled for focusing on the target without any interruption. Benz et al. (2024) further argued and stated that it was not possible to manage the employees after Brexit because of the huge demand for manpower in Europe and the UK which was needed to recruit expertise in this industry from various countries. Aursulesei et al. (2024) criticized and stated that there are huge scope to train the employees and make them skilled for playing the roles in the telecommunication industry without taking more time which enables every organisation to reduce the cost and generate more profitability. 
[bookmark: _Toc182938645]2.5 Conceptual Framework 
The conceptual framework of the study has been prepared based on the existing literature and articles. 
[image: ]
Figure 1: Conceptual framework. 
Source: (Author)
The impact of Brexit can be possible to understand based on the changes in the immigration rules during the post-Brexit period. For the reason of shortage of local talent, it was not possible to manage the specialized employees. The changes of laws in the recruitment process for the telecommunication industry. Besides, the organisations needed to consider the cost of managing the necessary workforce from different sources to avoid further challenges to get acceptance from the customers. 
[bookmark: _Toc182938646]2.6 Summary 
Brexit drew the attention of the whole globe for the reason of its economic and political challenges. It was a very important factor and the UK government needed to make the decision based on the opinion of the people of the country which they expressed through their votes. Both the advantages and challenges were introduced during the period and it was needed to take the risks for the long-term benefits of the country. The modification of the laws and legislation increased the value and acceptance of the local talent. It was possible to improve the skills of the local employees to get their best performance in the telecommunication industry to avoid such kind of complexities in the future time. The efforts to recover from the impact of Brexit represent the capability of telecommunication organisations to enhance their sustainability. 


[bookmark: _Toc182938647]Chapter 3- Methodology 
[bookmark: _Toc182938648]3.1 Introduction 
Methodology is considered the most significant part of a research study for its impact on the overall research outcomes (Kerr, 2017). In this chapter, the researcher provides the research onion of Saunders which provides a framework for explaining how contribution to knowledge is achieved. Saunders et al. (2015) developed the framework which is very popular for its standard and effectiveness in conducting academic research, especially business and management research. It guides the researcher to design the study with higher to produce the best outcomes. It consists of six layers which are very important for collecting, analysing and inputting the data. The chapter also represents the outline of the process of collecting and analysing data. Finally, it discusses the ethical implications of the study.
[bookmark: _Toc182938649]3.2. Research Onion
Here, the researcher followed the Saunders onion model for the perfect alignment of the research methodology. 
[image: ]
Figure 2: Research onion model. 
Source: (Saunders et al., 2015)
For following the model, it was possible to fix the best process from every part after comparing with the available alternatives, it was secondary research and the data included here with the combined methods of qualitative and quantitative methods. So, there needed to follow the perfect combination to ensure the best use of the focused data for the study which was possible to ensure easily for following the model. 
[bookmark: _Toc182938650]3.2 Philosophy 
The assumptions and beliefs of the researcher about the process development to conduct the study by focusing on accomplishing the specific objectives are called research philosophy (Schostak, 2015). This study has developed by following the positivism philosophy which was very effective for scientific integration to improve the data accuracy. It was possible to analyse the findings critically before using them in the study to increase its trustworthiness. Brexit was a very significant factor for the telecommunication industry which was possible to represent a structured way. But the interpretivism might not allow the researcher to ensure the use of subjective data to produce the most relevant outcomes. 
[bookmark: _Toc182938651]3.3 Approach 
The plan or process of guiding research to solve specific issues or producing a conclusion is called the research approach (Zikmund et al., 2013). There are different approaches documented in literature including inductive and deductive (Saunders et al., 2015). The process of observing specific data with broader patterns theories or themes is called the inductive approach. The deductive approach was more appropriate for the study of its effectiveness to focus on the existing theories to develop the study structure. It has allowed the researcher to ensure clarity of data for enabling the readers to understand the impact of Brexit. It was very supportive for analysing the data of the mixed method to use them with perfection standards to produce the best results. The inductive approach was not appropriate here because of its limitation of generalizability and overtime consumption for data collection and analysis.
[bookmark: _Toc182938652]3.4 Methodological Choice 
The researcher needs to choose any type of data to use in the research from diverse alternatives known as methodological choice (McMurray et al., 2017). The data with the combination of qualitative and quantitative methods were used in the study. For collecting mass data about Brexit it was the best option which enhanced the reliability and validity of the data. It was also the best decision to conduct the study comparatively easier approach to avoid any further complications. Only the qualitative or quantitative method was not a perfect decision for such kinds of studies where the researcher needed to be aware of ensuring the higher accuracy and specificity of the collected data. 
[bookmark: _Toc182938653]3.5 Strategy 
The specific technique or process of data collection is known as the strategy (Pandey and Pandey, 2015). For this study, the online desk strategy was the best process to get the necessary data with higher accuracy and reliability. It has allowed the researcher to develop some keywords and phrases by focusing on the study topic to collect authentic and specific data to enhance the trustworthiness of the conclusion. The data from the combined sources were possible to collect without facing any complications. 
[bookmark: _Toc182938654]3.6 Time Horizon 
The time plan for data collection, analysis and input for completing any study is considered the time horizon (Quinlan and Zikmond, 2015). A cross-sectional time horizon has been adopted here to avoid the wastage of time and cost along with the development of research outcomes. It was possible to execute simply to avoid any complication and the researcher was able to collect the required data with accuracy and validity. It was possible to present the relationship between Brexit and challenges for the telecommunication industry in recruitment the of specialized employees. 
[bookmark: _Toc182938655]3.7 Techniques and Procedures 
Here techniques refer to the place of data from where the researcher collected them and procedures refer to the techniques of assessing them (Shrader-Frechette, 2013). The data were collected from secondary sources. Secondary data was the best option for exploring Brexit in the fastest time with the inclusion of accurate and specific data. It was also possible to show its impact on the telecommunication sector in the UK which was very challenging with the primary data. The findings were analyzed with a combination of quantitative and thematic analysis techniques to focus on every single data to ensure their reliability and validity. Thematic analysis is the process of identifying, analysing and reporting themes or patterns with the qualitative data. The mass data were possible to analyse properly for the implementation of mixed procedures which also impacted the overall results of the study. 
[bookmark: _Toc182938656]3.8 Ethical Consideration 
For conducting academic research every researcher needs to follow and maintain the standard called the ethical standard. When the researcher conducts primary research it needs to follow many ethical factors which are comparatively fewer for the secondary research. As it was secondary research, the researcher has to ensure the data's accuracy and authenticity by mentioning the sources. By using citations and references it was possible to represent the sources to increase the trustworthiness. The researcher was very careful to avoid plagiarism and inputted data in his or her own words. After collecting the data, the researcher stored them on a personal computer by using a strong passcode. After the conclusion of the study, all of the findings were destroyed permanently to avoid the potentiality of use in other studies. 
[bookmark: _Toc182938657]3.9 Summary  
The study developed by following the secondary data and the researcher ensured the best use of the sources by collecting the data with combined methods. Basically, secondary data collection was easier and faster which was very supportive of the development of this study by following a standard structure. The data about Brexit needed to be collected by assessing their validity and accuracy which was possible to get enough time for analysis after collecting them. By following the positivism philosophy here, it was possible to improve the data quality and the process of structuring the study. The deductive approach was also very supportive of ensuring a higher standard of data classification and inclusion within the study. 


[bookmark: _Toc182938658]Chapter 4- Findings and Analysis 
[bookmark: _Toc182938659]4.1 Introduction
The researcher has collected the data from secondary sources which was very supportive to collect mass data in a short time. The findings of the study were standard and effective for the adoption of not only the qualitative method but also the quantitative method. The data were also analysed with the combined analysis techniques of thematic and quantitative strategy. 
[bookmark: _Toc182938660]4.2 Presentation of Secondary Data 
For the study, the inclusion of secondary data was the most suitable decision. The researcher was able to collect enough data to conduct critical analysis and input them for producing the best outcomes. It was possible to collect specific data by searching them with specific keywords and analysing them critically. The quantitative and thematic analysis techniques were very effective for the development of the accuracy and trustworthiness of the study outcomes. The themes have developed based on the objectives which reduced the complications for the researcher to accomplish all of the objectives. 
[bookmark: _Toc182938661]4.2.1 Recruitment Practices in GIGROUP After Brexit 
After Brexit GIGROUP needed to change the overall organisational approach to reduce the negative impact of the issue. The recruitment processes needed to change to conduct the operations and meet the demands of the customers. From the following findings, it may be possible to understand the factor better. 

Figure 3: Recruiting practice of GIGROUP after Brexit. 
Source:( Nivens, 2023)
Nivens (2023) found that GIGROUP focused on the development of domestic talent after Brexit. Though it was very challenging in the initial stage it was the best approach for overcoming the long-term impact. It also focused on collecting specialized employees from different countries which was also very effective for conducting the regular operation. By collecting the talented employees from the non-EU countries it has managed the regular operations. It provided more concern for the development of the technological sector and investment more amount to the AI-powered tools for completing all of the tasks with the limited specialized employees. 
GIGROUP has experienced different complications at the initial stage of practising recruitment like the pre-Brexit. During this period there has been huge time and cost wastage to mitigate the challenges. The following data represent the impact of Brexit on GIGROUP. 
Sargent (2023) found that it needed to take 20% more time to fill the vacancies which has created the reason for Brexit. The cost of recruitment increased by 15% to 20% which introduced numerous challenges for GIGROUP. 
[bookmark: _Toc182938662]4.4.2 The Process of GIGROUP to Mitigate the Impact of Brexit on Recruiting 
The pre-Brexit period was challenging for every business sector and GIGROUP was not able to avoid them. Brexit introduced numerous challenges to the recruitment process which was very complicated to mitigate and manage the best workforce to increase the team dynamics. The shortage of skilled and specialised employees was highly noticeable in GIGROUP for which it was not possible to get the desired performance. It needed to introduce innovation to mitigate the issues which have represented in the following. 

Figure 4: Strategies of GIGROUP to mitigate the challenge of Brexit. 
Source: (Dahill et al., 2022)
Dahill et al. (2022) found that GIGROUP focused on the non-EU latent market for collecting the specialized employees to operate the regular activities. It was very effective for collecting the necessary employees to conduct the daily activities. It also emphasized local talent which was very effective in reducing the cost and obtaining the assigned objectives. By ensuring proper training to them it was possible to enhance their skills and experience to get their best performance for mitigating the issues. It used digital recruitment solutions for talent sourcing and placement to overcome the challenges during the period. 
[bookmark: _Toc182938663]4.4.3 Effect of Brexit on the Ability of GIGROUP to Hire New Employees and Relocate Workers 
Brexit was the most challenging factor for GIGROUP in the recent time which introduced numerous complications in the recruitment strategy. It was not easy to hire new specialised employees and relocating the workers was also very complicated. How Brexit affect the ability of GIGROUP is discussed in the following. 

Figure 5: Effect of Brexit on the ability of GIGROUP to recruit and relocate employees. 
Source: (Wiśniewski et al., 2021)
Wiśniewski et al. (2021) found that after Brexit the changes in immigration laws were the major challenges for GIGROUP to get enough employees of the EU as the previous time. It was not possible for worker relocation for the visa restrictions in the post-Brexit period. The number of EU talent declined because of the effect of Brexit which was also very challenging not only in recruiting new employees but also in relocating the available workers. GIGROUP needed to carry more cost for collecting the necessary workforce from different countries to initiate regular operations. 
Shannon (2021) found that the difference between the post-Brexit half of the pre-Brexit situations in GIGROUP was the decline of the applicants of EU candidates which reduced by 40%. The timeline of the recruitment increased by 15% which is responsible for increasing the overall cost. The average salary needed to increase by 20% to 30% for recruitment from different countries after Brexit. 
[bookmark: _Toc182938664]4.3 Discussion 
The first objective of the study was accomplished here as the researcher found some changes in the recruitment process after Brexit. It has collected the domestic talent and offered them the duties based on their experience. Campello et al. (2020) represented the same findings in the study and discussed that the tasks were not possible to operate with the most experienced employees at the initial stage of Brexit and it needed to invest more amount for implementing innovative and effective training and development programs. The employees outside of the EU needed to collect with sponsorship which was a costlier approach for GIGROUP. It was responsible for increasing the overall cost of operations to generate the desired portion of profitability. Klimavičiūtė et al. (2020) mentioned that the increasing cost of managing the workforce increases the challenge for organisations to reduce costs and attain an increasing portion of profitability. Countouris and Ewing (2021) agreed and added that it was not possible to collect the specialized employees after Brexit for which the organisations failed to attain enough productivity to meet with the demand of the global market. GIGROUP also provided more importance to the development of the technological sector for getting the highest productivity of the available workforce. It was needed to invest more amount for adopting technologies to enhance the capability of the specialized employees to mitigate the challenges. Wiśniewski et al. (2021) also agreed and highlighted that technological development increases employee efficiency and reduces their workload to mitigate any kind of challenge. 
The researcher was able to obtain the second objective with the data from the secondary sources. It has found that GIGROUP focused on the process development for mitigating the impact of Brexit on recruitment. Collecting employees outside of the EU was one of the most effective processes to mitigate the challenges in the post-pandemic period. Venâncio and dos Santos (2022) stated the factor and mentioned that Brexit was a very challenging issue for contemporary business because of the changes in laws and legislation which mostly impact the labour market. Dahill et al. (2022) agreed and added that different organisations of the UK needed to collect the manpower from different countries for taking the decision of Brexit and failing to get services of the employees of EU as before. GIGROUP adopted digital recruitment solutions to avoid the chance of wasting time and getting specialised employees with perfect matches. Portes and Springford (2023) strongly supported and mentioned that the replacement of digital technologies instead of human beings is the perfect decision for mitigating the challenges of the shortage of workforce and getting more standard outcomes. 
The third objective is also accomplished here. The researcher found that Brexit affected the ability of GIGROUP’s hiring and relocating process. GIGROUP needed to follow the updated immigration laws for recruiting specialized employees which was a more complicated and costlier process. The number of applicants for specialized employees in the EU decreased massively after Brexit. Di Iasio and Wahba (2023) discussed the matter and highlighted that Brexit impacted negatively on the recruitment process and it needed to follow the changed labour act to recruit new employees. Sargent (2023) supported and mentioned that it was also needed to fulfil different criteria for relocating the employees which was tougher and complicated. GIGROUP needed to spend more time collecting the workforce which reduced its productivity. Nivens (2023) highlighted that Brexit introduced different laws and legislations for recruitment of the specialised employees for which every organisation outside of the EU needed to carry more cost and take more time to manage the necessary workforce. 
[bookmark: _Toc182938665]4.4 Summary  
Brexit impacted GIGROUP in numerous ways for which it needed to change the process and strategy for conducting regular operations. The disability to retain the existing employees was the key factor for bringing changes in every sector. Collecting local talent, focusing on the labour market outside of the EU and developing the technological sector were very challenging factors at the initial stage. So, it was needed to experience a lot of challenges for mitigating the risk and conducting the business operations for managing the customers of the competitive global market. 


[bookmark: _Toc182938666]Chapter 5- Conclusion and Recommendations 
[bookmark: _Toc182938667]5.1 Conclusion 
The researcher conducted the study with a view to assessing the impact of Brexit on specialized recruitment in the telecommunications industry. The data from the secondary source and the combined method of numeric or quantitative and qualitative methods allowed the researcher to include enough data to accomplish all of the objectives. The mixed method of quantitative as well as thematic data analysis techniques increased the accuracy and authenticity of the inputted data for producing unique and effective outcomes. The researcher was able to follow all of the ethical guidance here to generate the best solution for the identified issues. 
The researcher accomplished all of the objectives by conducting the study with a higher standard. The research has identified Brexit's impact on the recruitment practice in GIGROUP. The domestic talent got more importance in the organisation to conduct the regular operations. The concept of digital transformation allowed GIGROUP to increase productivity with a limited number of employees. Though the recruitment practice was 20% more time-consuming than in the pre-Brexit period it was possible to conduct the operations. It was also found that different processes of GIGROUP helped to mitigate the challenges of recruitment which has changed to the impact of Brexit. Focusing on the specialized employees in the non-EU talented market was very supportive for mitigating the challenges in the post-Brexit period. The adoption of digital recruitment solutions also enhanced the capabilities of GIGROUP to mitigate the challenges. For Brexit, the laws of immigration changed which affected the ability of GIGROUP to collect new employees. During the period the administrative cost increased massively which was also impacted negatively on GIGROUP to enhance its strengths. 
[bookmark: _Toc182938668]5.2 Limitations 
The researcher has identified the key limitations here after completing the study to improve them in future. After conducting the critical assessment, the researcher found that primary data could be more effective for generating more authentic and relevant outcomes. It might be possible to get full controlling power during the period of primary data collection to ensure their higher accuracy and reliability to generate the best results. The researcher also understood that the inclusion of the combined data method increased challenges in the study. By adopting any single method, especially qualitative data it could be possible to provide depth insight into the topic. It was possible to make the study more standard and attractive to gain the most acceptance from the readers. However, the researcher will consider the identified limitations in future studies to overcome them. 
[bookmark: _Toc182938669]5.3 Recommendations 
The researcher identified some stages of improvement that might be very effective for overcoming the challenges of Brexit by GIGROUP. The following recommendations will be very effective for managing such kind of complexities in future and getting the opportunity to recruit specialized employees to operate the regular tasks without any interruption. 
· Remote working practice could be the best way to overcome the challenge during the period. It might be possible to recruit specialized employees along with the retention of the existing employees for operating all of the tasks. 
· Technological integration can be a very effective process for mitigating the challenges of the lack of specialized recruitment. It might be possible to replace the technologies at the place of specialized recruitment. The available expertise employees can provide the direction to the technologies for conducting all of the operations in GIGROUP.
· GIGROUP should be more concerned with the development of the pipeline of employees by offering continuous training and development programs. It could help to mitigate the challenges of Brexit and the necessary specialized employees were possible to manage by promoting. 
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