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[bookmark: _Toc142299595]1.0 Introduction
[bookmark: _Toc142299596]1.1 Background of the research 
The UK has experienced a dramatic cost-of-living crisis recently. The rate of inflation, which measures the general change in consumer prices, peaked at more than 11% per annum (Trading Economics, 2023). Currently, inflation is decreasing but it is still at a level of 7.2% - much higher than the policy target by the Bank of England (BoE) of 2% per annum (BoE, 2023; Trading Economics, 2023). The exceptionally high level of price increase, as measured by the rate of inflation, has led to considerable increases in living costs. The real decrease in disposable income has made many UK employees more price sensitive and eager to ask for higher salaries, as well. 
[bookmark: _Toc142299597]1.2 Aim and objectives 
The main aim of the study is to evaluate the role of salary and pay as a motivator to employees.
The analysis of several objectives is important, as follows: 
· To understand the role of employee motivation for business organisations.
· To outline the main drivers of employee motivation.
· To collect primary data from employees with different professional and personal background to evaluate the relative importance of salary as a driver of employee motivation.
· To propose effective and evidence-based recommendations for improvements in the HRM policies and practices. 
1.3 Research Questions
The list of research questions includes:  
· What is the role of salary and financial compensation as a determinant of employee motivation?
· How does the role of salary differ across employees with diverse backgrounds?
· How can HR specialists modify HRM policies and practices according to the contemporary changes in employees’ preferences? 
[bookmark: _Toc142299598]1.4 Research Gap 
The cost-of-living crisis is something new, as the inflation rate in the UK has not been so high since the early 1980s. Hence, two generations have not seen such a high increase in the cost of living. The new situation requires a thorough analysis of the potentially new role of financial compensation as a factor of motivation in the workplace. Therefore, the study has the opportunity to address a quite relevant contemporary problem and deliver important knowledge in the field.  
[bookmark: _Toc142299599]1.5 Importance of the topic
Employers must revisit their compensation policies and adjust salary levels, so that they match the external economic dynamics. This is important to keep the existing workforce and avoid employee turnover – a considerable risk for businesses (Hook and Jenkins, 2019). Moreover, the topic is quite significant, as dissatisfaction with the pay levels may lead to a decline in the level of employee motivation – a key reason for lower productivity, lack of engagement and conflicts in the workplace (Hook and Jenkins, 2019). Moreover, the current unemployment rate in the UK is quite low at a 4%, thereby, making labour quite scarce (ONS, 2023). Considering all, the topic of equitable, fair and motivating pay level appears to be quite relevant for human resource management (HRM) specialists due to the contemporary economic and labour market challenges. 
[bookmark: _Toc142299600]1.6 Purpose of the research
The current study is motivated to understand the changes in employee preferences regarding the factors for motivation. It is important to reflect the contemporary trends and analyse whether salary level plays a more important role for motivating and retaining employees. This is quite interesting to explore, since the cost-of-living crisis may have changed the priorities of employees and what they see as valuable at work. 
[bookmark: _Toc142299601]2.0 Literature review
Literature findings clearly demonstrate the important role of motivation for achieving maximum performance in the workplace (Thompson and McHugh, 2002; Sekhar et al., 2013). Motivated employees are also more satisfied and loyal to their employers; thereby, boosting retention rates (Imran et al., 2016). The achievement of high retention rate is essential in keeping the talented and productive employees – a key resource for optimal organisational performance (Barney, 1991). Moreover, substituting leaving employees is found to be quite costly and reaching 50%-60% of the annual salary (Enrich, 2023). Therefore, motivation appears to be a critically important factor for business success, as it determines many aspects of employee performance (Hook and Jenkins, 2019).
There are many theories – process and content ones – explaining the factors for employee motivation and the way of maximising the level of motivation (Ramlall, 2004). The popular Hierarchy of Needs model by Maslow (1943) suggests that people have five distinctive groups of needs, as shown below. They are organised in a pyramid-shaped model and include physiological, safety, belonging, esteem and self-actualisation needs (Maslow, 1943). 
Figure 1 – Hierarchy of Needs model
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Source: Goyal (2015)
Pay level is suggested to be a part of the second – security level – of the model (Goyal, 2015). Therefore, the level of salary, bonuses and other forms of financial compensation are theoretically suggested to be a key to meeting the safety needs of workforce members. This is an important element of HRM policies, as dissatisfaction in relation to money can inhibit the ability to maximise employee motivation. The same conclusion is also reached by Herzberg (1987) in his Two-Factor theory of employee motivation. Financial rewards are seen as a key hygiene factor and lack of performance in the area can be a major factor for dissatisfaction among employees (Herzberg, 1987).
Figure 2 – Two-Factor theory of employee motivation
[image: A diagram of a variety of colored squares

Description automatically generated]
Source: Kunchala (2017)
Considering these literature findings, salary has a solid theoretical backing as a factor for employee motivation. Nevertheless, it is important to re-assess its relatively importance against the other motivational factors, especially amid a cost-of-living crisis. The next section of the proposal explains the ways of analysing the problem by this study. 
[bookmark: _Toc142299602]Methodology
This part of the proposal explains all main methodological elements, as well as the reasons for their selection. 
[bookmark: _Toc142299603]Philosophy
Positivism is the chosen research philosophy. It is popular in social science research due to several key advantages explaining the choice of the philosophy. Positivism assumes the existence of an objective reality (Saunders et al., 2009). This is important because the problem is studied based on actual evidence and the subjective opinions and interpretations of the author are ignored. Thus, positivism is suggested to deliver more objective research findings (Saunders et al., 2009). Moreover, positivist studies tend to apply quantitative methods of data collection and analysis which additionally improve the objectivity of results (Saunders et al., 2009). 
[bookmark: _Toc142299604]Paradigm
Positivism also clarifies the key elements of the research paradigm. It is suggested that only one reality exists, and it can be measured (Saunders et al., 2009). From an epistemological point of view, it is important to apply objective and precise tools for measurement, so that reality is described accurately. This also explained the adoption of quantitative and structured analytical methods. 
[bookmark: _Toc142299605]Approach
The research approach is deductive. As shown below, deductive approach is quite suitable for integrating the previous results and theories in the field when investigating the current case (Dudovskiy, 2023). The knowledge creation process flows from the general to the particular in a top-down style (Dudovskiy, 2023). 
Figure 3 – Deductive approach in research 
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Source: Dudovskiy (2023)
This is considered as quite appropriate because the study can use theoretical models, as discussed in the literature review, to explore the current trends among UK employees. 
[bookmark: _Toc142299606]Strategy
The strategy focuses on a survey among employees in the UK. Surveys are popular to collect large-scale data from many respondents (Sekaran and Bougie, 2016). The produced results are less likely to be biased due to the large sample size. Moreover, the primary data are quantitative which allow for a more objective analysis with statistical methods (Sekaran and Bougie, 2016). In practice, surveys are also characterised with time- and cost-efficiency which make them quite appropriate for the current project (Saunders et al., 2009). The popularity of surveys and the ability to maintain individual anonymity are also key factors suggesting the achievement of a high response rate – a key for the success of the project. 
[bookmark: _Toc142299607]Sampling methods
The expected sample size is 50-80 employees with diverse backgrounds. The large size and diversity are key elements for building a representative sample. The selected technique is snowball sampling. Thus, survey questionnaires are sent to several known participants and then re-distributed by them to friends, relatives and colleagues. The snowball sampling suggests an exponential growth of the sample size and access to initially unknown respondents (Bryman, 2016). This is quite positive due to the ability to diversify the sample. 
[bookmark: _Toc142299608]Data collection
Primary data are collected via an online survey by sending a link to potential respondents. It is easy to access respondents regardless of their location (Svoboda, 2020). Respondents have the convenience to choose the time and place to answer the questions. Once answered, surveys are stored in a safe environment protected by a password and encryption (Svoboda, 2020). The time-efficiency and scope of online surveys are enriched by the access to advanced analytical tools. 
[bookmark: _Toc142299609]Data analysis 
The analysis of the primary data employs quantitative methods. These include descriptive statistics, advanced statistical tests and other numeric expressions. Charts, graphs and tables are added where necessary. 
[bookmark: _Toc142299610]Time prospects
The following Gantt chart is a valuable tool for scheduling the project and monitoring its actual implementation. All main activities, their sequence and duration are shown below. The project is expected to last 13 weeks, or the equivalent of three months. 
Table 1 – Gantt chart
[image: ]
[bookmark: _Toc142299611]Ethical considerations
The inclusion of humans requires strict compliance with the existing ethical considerations. Participation is voluntary and based on informed consent. Practice of deception are avoided. Harm avoidance is prioritised by imposing safety standards and avoiding sensitive questions. Vulnerable participants are excluded from participation. Confidentiality and anonymity of participation are maintained. Data safety is ensured by encrypted and password-protected environment. Secondary data sources are appropriately cited and acknowledged. 
[bookmark: _Toc142299612]Conclusion
To sum up, the current proposal provided key directions related to the current research, rationale for its performance, as well as important methodological and literature findings. The information from the proposal can be used as a foundation for analysing the role of salary as a factor for employee motivation in the UK. 
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