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1. [bookmark: _Toc234938793]Executive Summary
The use of Artificial Intelligence (AI) is gaining momentum as an effective way to revolutionise business operations and enhance operational efficiency, decision-making and competitiveness. Nevertheless, from a qualitative perspective, there is still little understanding of how AI can help the performance of an organisation in specific organisational contexts, as organisational investment in AI increases.
The gap identified in this research proposal focuses on understanding the effect of AI on organisational performance, using a detailed case study of Microsoft UK. This study is conducted with a research philosophy of interpretivism and an approach of inductive qualitative research to uncover the experiences and perceptions of the participants in the study, who are managers and employees who are directly involved in AI-enabled business processes. 
The methodology used to collect the primary data is semi-structured interviews with purposive sampling participants, and analysing the data thematically with the software NVivo. The study seeks to explore the implications of AI implementation on organisational performance, the governance implications, and the organisational advantages and implementation barriers. The study aims to provide context-specific insights, building on the existing AI and organisational management literature, by focusing on one of the leading organisations globally using AI. 
The results should offer theoretical insights as well as practical advice for organisations aiming to effectively adopt and utilise AI in a responsible, strategic and sustainable manner to enhance their performance.


2. [bookmark: _Toc234938794]Introduction
Artificial Intelligence (AI) has emerged from being a technological innovation into a strategic capability for organisations, which now helps them to create value, make decisions and maintain competitive advantage. Today, AI is not only about automation but also predictive analytics, intelligent decision-making, knowledge management, customer engagement and workforce optimisation across various aspects of the organisation (Jarrahi, 2018; Davenport et al., 2020). Consequently, Bogen, M. and Rieke, A. (2018) noted that the use of AI is increasingly gaining traction in organisations for its efficiency, innovation and organisational performance. While AI technologies are still undergoing development, the shift from making investments in technology to using AI as a valuable tool that can improve business performance, structure, and the role of its employees is bound to happen (Tschang and Almirall, 2021).
As per Bondarouk, T. and Brewster, C. (2016), the UK's journey towards AI adoption has been accelerated by several technological advancements, including the rise of cloud computing, machine learning and data analytics, alongside supportive government policies that have driven digital transformation. AI has been adopted especially in the knowledge-intensive sectors for utilisation to boost operational effectiveness, improve decision quality and also create new business models (Addis and Kutar, 2020). Of these organisations, Microsoft UK stands out as a compelling case study, given its pioneering role in enterprise AI solutions, cloud technologies, and the implementation of generative AI applications, such as Microsoft Copilot and Azure AI services. Microsoft UK, as one of the world's leading technology organisations, provides a suitable setting to discuss the impact of AI adoption at the strategic and operational levels of an organisation.
Although AI is increasingly being adopted in organisations, there is not enough understanding about how AI adoption and organisational performance are linked. Much of the previous research focuses on technological development, employee capabilities or automation capabilities, and the influence of AI on organisational outcomes has largely ignored the experience of employees and managers (Votto et al., 2021; Vrontis et al., 2023). This constraint points to the significance of qualitative research, which can delve into the impact of AI on organisational performance in an actual organisational context.

2.1 [bookmark: _Toc234938795]Research Rationale
The reason for doing this research is based on theory and practice. Theoretically, the research conducted in the present day has shown that AI is emerging as a powerful resource in the organisation, which can improve productivity, innovation, operational efficiency and decision making (Kim, et al., 2021). Much of the current research, however, is conceptual or quantitative and offers little insight into the perceived role of AI in improving organisational performance. According to Jarrahi (2018), organisational success today is more dependent on effective human-AI collaboration and not on replacing employees with automatable systems. In a similar fashion, Morandini et al. (2023) propose that the utilisation of AI transforms employee skills and organisational capabilities, thereby necessitating ongoing learning and adaptation within organisations.
Despite its many uncertainties regarding implementation challenges, employee adoption, and ethical control, organisations are still investing heavily in AI technologies (Minbaeva, 2021). Algorithmic bias, transparency, employee trust, and accountability are challenges that arise when implementing AI, and these can affect the organisation's performance if these issues are not handled well (Daneshjou et al., 2021; Kubanek and Szymoniak, 2024). In addition, the use of AI in HRM has transformed the recruitment procedure, performance management and talent development, with the potential to improve efficiency and effectiveness within the organisation and present new management challenges (Aldulaimi et al., 2021; El-Ghoul et al., 2024).
Microsoft UK is an excellent example that has made AI the focus of its organisational strategy and championed responsible governance of AI. A study of employees' and managers' experiences, in the context of Microsoft UK, will therefore yield useful empirical findings on the impact of AI on organisational performance in practice as well as theory.
2.2 [bookmark: _Toc234938796]Research Problem
While organisations recognise that AI can help them become more efficient, innovative and competitive, empirical evidence building the understanding of how such effects can be achieved is limited. Existing literature tends to be limited to the ability of the technology, the development of the system or the performance of the algorithms rather than how the organisational processes that AI affects contribute to employee performance, managerial decision making, and organisational effectiveness (Davenport et al., 2020; Votto et al., 2021). This means that organisations are still investing a lot in AI technologies but do not fully grasp the organisational circumstances needed for successful implementation.
Moreover, existing research has mostly taken a quantitative path focusing on performance metrics to capture AI adoption, leaving the employees' lived experiences and the adaptation and leadership responses of the organisation in the process of AI integration unexplained (Vrontis et al., 2023). This methodological gap translates to a considerable research gap, especially in big technology companies where AI is integrated into a variety of business functions. To bridge this gap, this study aims to conduct a qualitative case study of Microsoft UK to understand the impact of AI on organisational performance through the lens of employees and managers.
2.3 [bookmark: _Toc234938797]Research Aim
This research aims to understand how Artificial Intelligence affects the organisational performance of Microsoft UK and investigate the employees' and managers' experience of AI adoption, implementation and organisational change.
2.4 [bookmark: _Toc234938798]Research Objectives
The study will aim to achieve the following objectives:
· To explore some of the projects where Artificial Intelligence has been applied at Microsoft UK. 
· To understand employees' and managers' perceptions regarding the impact of AI on the business of the organisation. 
· To study the opportunities and challenges of adopting AI for the effectiveness of the organisation. 
· To explore the organisational elements that impact the successful implementation of AI. 
· To suggest ways to improve the performance of the organisations based on the use of effective AI. 

2.5 [bookmark: _Toc234938799]Research Questions
The study will answer the following research questions:
· How has the implementation of Artificial Intelligence been going for Microsoft UK?
· What do employees and managers think about the impact of AI on the organisation's performance?
· What are the opportunities and challenges in implementing AI in organisations?
· What practices are necessary to have an effective integration of AI which can improve organisational performance?
3. [bookmark: _Toc234938800]Literature Review
The literature Review critical assessment of the relationship between AI and organisational performance through examining AI as a strategic capability, AI's contribution to organisational effectiveness, AI in HRM, ethical issues with AI and the research gap that supports the investigation of Microsoft UK as a case study.
3.1 [bookmark: _Toc234938801]Artificial Intelligence as a Strategic Organisational Capability
AI is no longer just a technological footnote; it's now emerging as a valuable strategic asset that can revolutionise how a business works. AI differs from traditional information systems, which are mainly used to enhance administrative efficiency, by allowing organisations to analyse complex data, make predictions and facilitate real-time decision-making (Ikegwu et al., 2022). These capabilities can be used to enhance organisational processes and create new sources of competitive advantage.
Jarrahi (2018) contends that AI should be considered as an augmentative technology to be used by humans in making decisions. Human–AI collaboration implies a performance uplift when AI is used in tandem with human creativity, judgement and strategic thinking. In the same way, Tschang and Almirall (2021) point out that AI is an augmentation technology; AI can enhance employees' productivity by automating repetitive tasks, giving them more time to dedicate to more valuable ones. However, Raisch, S. and Krakowski, S. (2021) stated that technology is not enough to succeed in organisations. Davenport et al. (2020) claim that often, organisations underestimate the cultural, structural and human changes that need to occur for the successful implementation of AI. Strohmeier, (2020) mentioned that AI should thus be viewed in the context of a wider organisational transformation, which includes leadership commitment, employee capability development and effective change management.
3.2 [bookmark: _Toc234938802]AI and Organisational Performance
Organisational performance is a complex thing, and it can be defined as productivity, operational efficiency, innovation, effectiveness of employees and competitive positioning. Current studies indicate that the use of AI has a positive impact on these, as it helps with optimising information processing, predictive decision-making and resource optimisation (Kim, et al., 2021; Wilson, and Daugherty, 2018).
Ikegwu et al. (2022) show how big data analytics powered by AI can help organisations to process vast amounts of data and derive meaningful insights, which can aid in better strategic planning and operational efficiency. Likewise, Morandini et al. (2023) state that AI boosts organisational efficiency, and the uptake of AI spurs employees to upskill and reskill since it does not eliminate jobs.
However, the connection between performance and AI adoption has been disputed. As noted by Votto et al. (2021), there is a lack of empirical evidence that shows a direct improvement in performance with AI. Numerous businesses adopt AI without thoroughly assessing its effects on productivity and/or financial results. Vrontis et al. (2023) also contend that readiness, leadership support, employee engagement and effective implementation strategies are necessary for the success of AI in the organisation. Thus, AI is not a source of a competitive advantage per se, but rather a capability whose value can be derived based on organisational conditions.
3.3 [bookmark: _Toc234938803]Artificial Intelligence in Human Resource Management
One of the significant fields that has been revolutionised by the use of AI is Human Resource Management (HRM). Yakubovich, (2019) mentioned that AI is being adopted more and more in the domain of recruitment, workforce planning, performance management and talent management. According to George and Thomas (2019), AI enhances the recruitment process by streamlining candidate screening and boosting decision-making efficiency. Similarly, Aldulaimi et al. (2021) declare that by using AI-enabled workforce analysis, HR decisions in organisations could be made based on evidence, thus enhancing employee performance.
Hmoud also mentioned that AI has the potential to transform HR departments from a purely administrative function to a strategic one in 2021, utilising predictive analytics and intelligent decision-making tools. AI's role in talent optimisation is also emphasised by recent research. Natarajan et al. (2024) highlight how AI can help bridge skill gaps, tailor employees' growth paths, and aid in workforce planning, while Qin et al. (2023) have stressed the significance of talent analytics with AI for bolstering organisational capability.
But it also brings some issues when it comes to employee trust and fairness with AI being adopted in HRM. Park et al. (2021) noted that workers might be reluctant to accept assessments made by algorithms since AI systems are frequently considered as untransparent and without context. Similarly, Nyathani (2023) reports that while AI-enabled performance management can be effective, it can also face problems of "procedural fairness" when employees may not be aware of the factors driving algorithmic judgments.
3.4 [bookmark: _Toc234938804]Ethical and Governance Challenges
While AI can have its advantages, there are also several ethical considerations, such as transparency, accountability, privacy, and bias. The authors of Daneshjou et al. (2021) note that AI systems can mirror the biases found in the data used for training, which can lead to unfair decisions by the organisation in hiring, promoting and assessing employees. Bias, privacy and accountability are also identified as major issues to be addressed for responsible use of AI (Kubanek and Szymoniak, 2024).
In the UK, compliance with regulations is of great significance. Addis and Kutar (2020) state that organisations that are adopting AI should make sure that the use of employee and customer data is in accordance with GDPR requirements. Ducato (2020) also notes that while innovation is vital for organisations to use AI, organisations must take care with data protection responsibilities to keep the trust and legitimacy of the organization.
3.5 [bookmark: _Toc234938805]Research Gap and Justification
The literature shows that AI has great potential to improve the performance of organisations by making better decisions, improving operations and workforce management (Davenport et al., 2020; Morandini et al., 2023). But prior studies tend to focus on the capabilities of the AI technology itself, and not on what happens when employees and management experience the use of AI in practice.
Moreover, there is limited understanding of the AI adoption in specific organisational contexts, as much of the existing evidence consists of conceptual studies, surveys and systematic reviews (Votto et al., 2021). Although Microsoft is a global leader in enterprise AI solutions, there has been little study of the impact of AI on the performance of organisations in Microsoft UK.
To fill this gap, this study uses an interpretivist approach and a qualitative case study approach to understand the experiences of employees and managers with AI implementation. The study focuses on two themes: human perspectives and technological advances, to gain a better understanding of the role of AI in improving organisational performance, as well as the prerequisites for successful adoption.
4. [bookmark: _Toc234938806]Research Methodology
4.1 [bookmark: _Toc234938807]Research Philosophy
Research philosophy is the assumptions that inform the generation and interpretation of knowledge in research (Saunders, Lewis and Thornhill, 2019). The choice of philosophical stance is critical as it can shape the research design, ways of gathering data, how the data are analysed, and how the results are interpreted (Easterby-Smith, Thorpe and Jackson, 2012). The study adopted an interpretivist philosophy since the research aims to explore the perceptions of the employees and managers about the effects of Artificial Intelligence (AI) on the performance of the organisation in Microsoft UK.
Interpretivism posits that reality in the organisation is the result of people's experiences, interactions and interpretations and is not a single objective reality (Bryman, 2016). AI implementation can have varying impacts on employees, depending on their role, responsibilities and organisational context, which is important to consider when answering the research questions. This study aims to understand the viewpoints of the participants about how AI affects their productivity, decision-making processes, collaboration and the effectiveness of the organisation rather than to measure its performance on predefined quantitative indicators.
4.2 [bookmark: _Toc234938808]Research Approach
An inductive approach has been used in this research in a way that theories are formed based on the evidence found in the research rather than testing existing theories (Bryman, 2016). An inductive approach is especially well-suited as experiences of AI implementation in organisations are context-dependent and poorly understood, particularly in large technology organisations like Microsoft UK.
The inductive approach is different from deductive, which starts with hypotheses based on previous knowledge and generally accepted theory, in that the concepts, patterns and explanations are discovered directly from participants' experiences (Saunders, et al., 2019). As AI technologies are rapidly developing, an inductive approach allows for the research to discover new organisational practices, employee perceptions and implementation issues that are not necessarily fully captured in the existing literature. Tracy (2024) also believes that this kind of inductive qualitative study is useful in the creation of nuanced explanations of organisational change, especially when technological innovation is outstripping theoretical innovation.
4.3 [bookmark: _Toc234938809]Research Strategy
The research is conducted using a qualitative case study approach, which is a one-unit case in this study, namely Microsoft UK. A case study allows researchers to explore current phenomena of organisations in their actual context and offers a rich understanding of organisational processes and events that are otherwise difficult to capture using surveys or experimental studies (Flyvbjerg, 2006).
For its global AI innovation with products like Microsoft Copilot, Azure AI and intelligent cloud technologies, Microsoft UK has been chosen. The organisation covers various operational and strategic areas where AI has been integrated, and as such, it can be used as an appropriate setting to explore how AI affects the performance of the organisation. A single organisation can also be studied in more detail to understand more about the organisation's culture, leadership, employee experiences and how AI is implemented than through multi-organisational comparative research.
Case study research is occasionally considered to be weak in generalisability, yet Flyvbjerg (2006) has stated that the strength of case study research is to gain in-depth knowledge of the context, not statistical generalisations. Rather than generating results that can be widely adopted across all organisations, the ability of this study to understand the way AI currently works in Microsoft UK is what is deemed far more valuable.
4.4 [bookmark: _Toc234938810]Research Design
A qualitative research design is used, as it allows for a deeper exploration of their experiences, perceptions and interpretations of AI implementation. Qualitative research is specifically appropriate to the study of complex phenomena in organisations in which context, meaning and human interaction are of prime importance in the understanding of the problem of the study (Leavy, 2020). Likewise, Islam and Aldaihani (2022) state that qualitative designs allow the researcher to examine the processes in the organisation which may not be explained by just numerical data.
Data collection will be conducted with the help of semi-structured interviews. The use of semi-structured interviews offers flexibility and a structured approach to elicit participants' experiences while maintaining consistency across interviews (Adeoye-Olatunde and Olenik, 2021). This flexibility can be especially valuable when discussing the implementation of AI, as individuals within an organisation may have different experiences based on their job functions and involvement with AI tools.
Overall, the methodological framework of an interpretivist philosophy, inductive reasoning, qualitative methodology and case study strategy offers an interconnected approach to explore the influence of AI on organisational performance in Microsoft UK. This should provide a rich and context-specific understanding that goes beyond just measuring technological outcomes to understanding the organisational experiences leading to successful AI adoption.


4.5 [bookmark: _Toc234938811]Data Collection Method
Semi-structured interviews will be used as the main data collection tool in this study. Semi-structured interviews are specifically suitable as the method of data collection in the study to enable the participants to describe their experience, perceptions and opinions in detail and also to ensure consistency in the process of the interviews, an interview guide will be used (Adeoye-Olatunde and Olenik, 2021). This approach allows for the flexibility needed to investigate the participants' experiences while still systematically addressing all of the research objectives, especially since the research aims to understand how Artificial Intelligence (AI) impacts the performance of organisations in Microsoft UK.
Interview questions will be directed towards the participants' experiences of implementing AI, the benefits the participants perceive in their organisations, challenges in implementing AI, performance changes of employees following the implementation of AI, the decision-making process, innovation, collaboration and organisational productivity. Other questions will focus on perceptions of ethical issues, employee readiness and organisational readiness to adopt AI. The semi-structured interview format will also allow the researcher to probe and ask follow-up questions if clarification or explanation is needed, which will yield richer and more detailed data than would be gathered using structured questionnaires (Bryman, 2016).
Interviews are anticipated to be about 45–60 minutes in length and will be held online via Microsoft Teams, as the availability of the subjects and organisational approval dictate. Interviews will be recorded with participants' consent to ensure accurate transcription and analysis. Interviews also help to minimise the risk of researcher bias when only taking handwritten notes (Tracy, 2024).
4.6 [bookmark: _Toc234938812]Sampling Strategy
The study will employ purposive sampling, which is a non-probability sampling method in qualitative research that involves selecting participants with specific knowledge and experiences on the research topic (Campbell et al., 2020). The use of purposive sampling is suitable as not all employees at Microsoft UK are directly involved with AI technologies. As a result, those selected will be based on experience of working with AI systems or having been involved in AI decision-making in their organisations.
The sample will be composed of around 12-15 key members from the management, team leaders, HR professionals and employees with regular exposure to AI tools like Microsoft Copilot, Azure AI, and AI-based business applications. The multi-level approach should ensure that a range of different views on AI implementation and its impact on organisational performance is captured.
The final sample size will be established based on data saturation, where data collection will stop when no new themes and meaningful insights emerge from the interviews (Islam and Aldaihani, 2022). Qualitative research is not about statistically representing the population and is more for the understanding of the research questions; therefore,  in this case, a purposive sampling approach was used.
4.7 [bookmark: _Toc234938813]Data Analysis
Thematic analysis, a well-known qualitative analysis technique, will be employed to identify, interpret and develop meaningful patterns in the collected interview data (Majumdar, 2022). This analytical approach is suitable for the proposed study as it allows the researcher to delve into the perceptions of Microsoft UK staff and managers about the impact of the use of Artificial Intelligence (AI) on the performance of their organisation, rather than just the measurable technological outcomes.
After the data collection, all the interviews will be transcribed verbatim to capture the meaning of the participants and to guarantee the accuracy of the collected data. The transcripts will then be uploaded onto NVivo qualitative analysis software to aid in systematic coding, data organisation and the development of themes. NVivo enables researchers to deal with large quantities of interview data, spot connections between codes, and keep a clear record of analytical choices, all while increasing the transparency and efficiency of qualitative analysis (Allsop et al., 2022).
The analysis will be done using a hybrid approach to thematic analysis, as proposed by Fereday and Muir-Cochrane (2006), with both deductive and inductive approaches to coding. Themes emerging from the literature will initially guide the deductive coding, which will include AI adoption, operational efficiency, employee productivity, decision-making capabilities, workforce transformation and ethical challenges. An inductive approach will also be used, however, to enable new themes to arise from participants' experiences. This mix offers theoretical alignment, and unexpected insights are captured.
ToQ22222 ensure the findings are credible and trustworthy, an audit trail of coding decisions, theme development and analytical reflections will be kept. To ensure reliability and validity in the qualitative process, verification strategies such as consistent coding procedures, checking participants' responses, and reflective interpretation will be used (Morse et al., 2002).
4.8 [bookmark: _Toc234938814]Alignment with Research Objectives
The interpretivist philosophy and the use of semi-structured interviews, together with the sampling method of purposive sampling and the method of thematic analysis, present a coherent method that matches the research objectives. These methods are especially appropriate for studying the organisational impact of AI as they focus on the experiences and perceptions of those who are directly involved in the implementation of AI.
The methodology allows us to look beyond the technology investment in AI and understand the impact of AI on organisational performance from employee experiences to managerial decision-making and organisational adaptation. Thus, the selected strategy has the potential to help build context-specific understandings of the AI transformation at Microsoft UK and, in turn, to offer knowledge that is beneficial for both research and practice in managerial contexts.
4.9 [bookmark: _Toc234938815]Strengths of the Methodology
The qualitative research design is the right approach to investigate the complex issue of the relationship between AI adoption and organisational performance. Qualitative research can provide a detailed exploration of participants' experiences, interpretations and organisational realities, which quantitative research, which is more interested in measuring the relationship between variables, cannot. This becomes especially important as AI implementation is a complex endeavour that includes aspects related to technology, actors and organisation, which are not completely measurable from a numerical point of view.
On the other hand, the study was strengthened by the interpretivist perspective, which was able to recognise that the employees' perception, acceptance and experience of technological change have a significant impact on the outcomes of the organisation (Saunders, Lewis and Thornhill, 2019).
Semi-structured interviews are flexible in that the person interviewed can express their experiences and, at the same time, ensure consistency of interviews (Adeoye-Olatunde and Olenik, 2021). Moreover, through purposive sampling, the collected data will be more relevant and in-depth because there will be respondents who have relevant knowledge of AI implementation (Campbell et al., 2020).
Thematic analysis using NVivo software is a systematic approach to developing patterns in the data obtained from interviews, which helps in analytical transparency and consistency (Allsop et al., 2022).
4.10 [bookmark: _Toc234938816]Limitations of Methodology 
The methodology has some shortcomings. The results of the project may be limited in their applicability to other industries or organisations due to the focus on Microsoft UK. But, the purpose of a qualitative case study is not statistical generalisation, but to gain an understanding of the case's context (Flyvbjerg, 2006). Furthermore, the limited sample size might make the participants in this study less diverse, but in qualitative studies, the number of participants is not considered important since the aim is to gain depth and reach thematic saturation (Islam and Aldaihani, 2022).
Another drawback is that there may be researcher bias in the interpretation. This will be dealt with by documentation of the process, a systematic coding and verification process to ensure the credibility of the research (Fereday and Muir-Cochrane, 2006; Morse et al., 2002).
4.11 [bookmark: _Toc234938817]Resource Requirements
This research should be carefully thought out, as the necessary resources should be made available to ensure that the research can be carried out successfully. The key resource needs are access to participants with relevant experience in implementing AI in organisational processes at Microsoft UK. You may need to communicate with organisational representatives or with appropriate professional networks or relevant departments to access and secure necessary ethical approval.
It will be a digital study, which will need digital assets for conducting and managing interviews. Microsoft Teams will be the platform for online interviews as it is readily available and suitable for professional communication. Depending on the participant's agreement, audio recording facilities will be required to make sure that the recording is accurate for transcription purposes. Transcription software and qualitative data analysis software (NVivo) will also be used to help organise, code and interpret the interview data (Allsop et al., 2022).
Costs of the research are likely to be relatively low since most of the data collection is to be done online. But the expenses might include software, transcription, data storage and possibly access costs to academic databases. Time is the largest resource demand, especially for recruitment of the participants, doing the interviews, transcription, coding and thematic analysis.
4.12 [bookmark: _Toc234938818]Estimated Cost Considerations
The study is planned to keep costs down by leveraging resources provided by the University and free digital communication tools. Possible expenses could be:
	Resource/Activity
	Purpose
	Estimated Cost (£)

	Online interview platform (Microsoft Teams/Zoom)
	Conducting semi-structured interviews
	£0 (University/Free version)

	Digital audio recording and storage
	Recording interview sessions
	£0

	Travel expenses (if face-to-face interviews become necessary)
	Local travel within the UK
	£50

	Contingency fund
	Unforeseen research-related expenses
	£50

	Total Estimated Cost
	
	£100


The total estimated cost of research is likely to exceed £100, and the project is likely to be financially viable.
4.13 [bookmark: _Toc234938819]Research Timeline
A research plan will help to keep the research on schedule. The first phase will be to do a literature review, develop research questions and finalise the methodology. This will be preceded by ethical clearance, recruitment of the participants, and data collection. Transcription, Thematic Analysis, writing of findings and writing of the final research proposal will be the key focus of the final stages.
	Research Activity
	Week 1
	Week 2
	Week 3-4
	Week 5
	Week 6
	Week 7-8
	Week 9
	Week 10
	Week 11
	Week 12
	Week 13

	Finalise research topic and proposal
	✓
	
	
	
	
	
	
	
	
	
	

	Conduct a comprehensive literature review.
	✓
	✓
	✓
	
	
	
	
	
	
	
	

	Develop research questions and an interview guide.
	
	✓
	✓
	
	
	
	
	
	
	
	

	Obtain supervisor feedback and revise the proposal.
	
	
	✓
	✓
	
	
	
	
	
	
	

	Apply for ethical approval.
	
	
	
	✓
	✓
	
	
	
	
	
	

	Prepare participant recruitment materials.
	
	
	
	✓
	✓
	
	
	
	
	
	

	Recruit participants (Microsoft UK employees/managers)
	
	
	
	
	✓
	✓
	
	
	
	
	

	Conduct semi-structured interviews
	
	
	
	
	
	✓
	✓
	
	
	
	

	Transcribe interview recordings
	
	
	
	
	
	✓
	✓
	✓
	
	
	

	Import transcripts into NVivo and code data
	
	
	
	
	
	
	✓
	✓
	
	
	

	Conduct thematic analysis
	
	
	
	
	
	
	
	✓
	✓
	
	

	Interpret findings and relate to literature.
	
	
	
	
	
	
	
	
	✓
	✓
	

	Draft findings, discussion and conclusion chapters
	
	
	
	
	
	
	
	
	
	✓
	✓

	Edit, proofread and format dissertation.
	
	
	
	
	
	
	
	
	
	
	✓

	Final supervisor review and revisions
	
	
	
	
	
	
	
	
	
	
	✓



A realistic time frame is essential, as qualitative research involves several steps that must be planned. Saunders, Lewis and Thornhill (2019) reiterate the importance of balancing the available resources, time constraints and methodological requirements to manage any research effectively. Thus, the proposed time frame provides adequate time for each phase while still allowing the research to be of high quality and academic standard.
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