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[bookmark: _Toc173352714]Chapter 1: Introduction 
[bookmark: _Toc173352715]1.1. Introduction to the study 
[bookmark: _Toc169551916][bookmark: _Toc172378628][bookmark: _Toc173351485][bookmark: _Toc173352716]Entrepreneurship plays a crucial role in fostering innovation, promoting economic progress, and advancing society. Small and medium enterprises (SMEs), known for their entrepreneurial spirit, have a huge impact on the global economy, contributing significantly to employment and GDP in numerous countries. This study proposal seeks to investigate the complex correlation between entrepreneurship and human resource management (HRM), particularly in the context of small and medium-sized enterprises (SMEs). Gaining insight into the impact of entrepreneurial activities on HRM practices is essential for promoting sustainable development and gaining a competitive edge in these businesses.
[bookmark: _Toc173352717]1.2. Background
The international economic community has increasingly recognised the role of entrepreneurship in economic growth and innovation. This process relies on small and medium-sized enterprises (SMEs), which typically have fewer than 250 employees, due to their flexibility, innovation, and job creation. The OECD (2018) reports that SMEs make up 99% of all businesses in the region and provide 70% of employment.
[bookmark: _Toc169551918][bookmark: _Toc172378630][bookmark: _Toc173351487][bookmark: _Toc173352718]Entrepreneurship involves creating, running, and managing new businesses. It is innovative, risk-taking, and proactive (Baron, 2017). SMEs' management practices reflect these traits, as entrepreneurial leaders encourage innovation and adaptation. However, effective human resource management (HRM) methods that support and strengthen entrepreneurial efforts are crucial to their success.
[bookmark: _Toc169551919][bookmark: _Toc172378631][bookmark: _Toc173351488][bookmark: _Toc173352719]SMEs have different HRM practices than larger companies. SMEs often struggle with limited financial resources, unstructured organizational frameworks, and lack of standardization (Katz et al., 2015). These issues require creative, flexible HRM methods that match SMEs' entrepreneurial nature. This study examines how entrepreneurship affects HRM practices in small and medium-sized enterprises (SMEs) and how to better align entrepreneurial goals with HRM.
[bookmark: _Toc173352720]
1.3. Significance of the Research 
[bookmark: _Toc169551921][bookmark: _Toc172378633][bookmark: _Toc173351490][bookmark: _Toc173352721]Understanding the relationship between entrepreneurship and HRM is crucial. It first provides useful information on how SMEs can use their workforce to grow sustainably. Effective HRM can boost employee engagement, company culture, and performance (Rauch & Hatak, 2016). This research can also help policymakers create entrepreneurial-friendly environments, boosting economic growth. Finally, this study may fill a gap in the literature by examining the relationship between entrepreneurship and HRM in SMEs.

[bookmark: _Toc173352722]1.4. Purpose of the Research
[bookmark: _Toc169551923][bookmark: _Toc172378635][bookmark: _Toc173351492][bookmark: _Toc173352723]The main objective of this research is to examine the impact of entrepreneurial activities on human resource management practices in small and medium-sized enterprises (SMEs). The objective of the study is to discover precise HRM techniques that facilitate entrepreneurial success and examine the difficulties and possibilities linked to the management of human resources in an entrepreneurial setting. The research aims to offer practical suggestions for small and medium-sized enterprise (SME) owners and managers to improve their human resource management (HRM) practices.

[bookmark: _Toc173352724]1.5. Research Aim and Objectives
[bookmark: _Toc173352725]1.5.1. Research Aim
[bookmark: _Toc169551926][bookmark: _Toc172378637][bookmark: _Toc173351495][bookmark: _Toc173352726]To investigate the impact of entrepreneurship on HRM practices in SMEs and to identify effective HRM strategies that facilitate entrepreneurial success.

[bookmark: _Toc173352727]1.5.2. Research Objectives
1. To investigate the current HRM practices of SMEs that are involved in entrepreneurial activities.
2. To ascertain the opportunities and challenges that are linked to HRM in entrepreneurial SMEs.
3. To investigate the influence of entrepreneurial leadership on HRM practices.
[bookmark: _Toc173352728]1.5.3. Research Questions
1. What are the current HRM practices of SMEs that are involved in entrepreneurial activities?
2. In an entrepreneurial environment, what are the challenges and opportunities that small and medium-sized enterprises (SMEs) encounter when administering human resources?
3. What is the impact of entrepreneurial leadership on the HRM practices of SMEs?
[bookmark: _Toc173352729]1.5.4. Justification of the Research
[bookmark: _Toc169551931][bookmark: _Toc172378641][bookmark: _Toc173351499][bookmark: _Toc173352730]The necessity of bridging the divide between entrepreneurship and HRM literature, particularly in the context of SMEs, justifies this research. Although there is a wealth of research on the individual subjects of entrepreneurship and HRM, there is a limited comprehension of the interplay between these two domains within SMEs. Insights from this research can have practical implications for enhancing HRM practices and supporting entrepreneurial success, given the critical role of SMEs in economic development.

[bookmark: _Toc173352731]1.6. Conclusion. 
[bookmark: _Toc173351501][bookmark: _Toc173352732][bookmark: _Toc173352733]Ultimately, this study seeks to investigate how entrepreneurship affects HRM practices in small and medium-sized enterprises (SMEs), emphasising the necessity of customised HRM strategies to facilitate entrepreneurial achievement. The research aims to offer practical insights for boosting human resource management (HRM) and improving the contributions of small and medium-sized enterprises (SMEs) to economic growth and innovation by addressing their specific issues.

Chapter 2- Literature Review 
[bookmark: _Toc173352734]2.1. Introduction 
[bookmark: _Toc173352735]The text explores the role of entrepreneurship and small and medium-sized enterprises (SMEs) in stimulating economic growth and fostering innovation. SMEs employ informal HRM practices as a result of limited resources and encounter difficulties in talent management. Additionally, it emphasises the influence of entrepreneurial leadership on HRM strategies and introduces theoretical frameworks such as the Resource-Based View and Human Capital Theory to examine the impact of efficient HRM on SME performance.

[bookmark: _Toc173352736]2.2. Entrepreneurship and SMEs
[bookmark: _Toc173351505][bookmark: _Toc173352737]Entrepreneurship refers to the systematic undertaking of creating, growing, and advancing novel business enterprises. It is characterised by proactive behaviour, willingness to take risks, and a focus on innovation (Baron, 2017). Small and medium-sized firms (SMEs), defined as businesses with less than 250 employees, play a crucial role in driving economic growth and fostering innovation. They make up a significant component of the Gross Domestic Product (GDP) and employment in many countries (OECD, 2018).

SMEs have a significant impact not only on the economy but also on promoting social and regional unity. As per the European Commission (2020), small and medium-sized enterprises (SMEs) play a crucial role in the economy by generating employment and fostering innovation. Additionally, they contribute to social stability by offering job possibilities in different regions, including rural ones. The spatial distribution of small and medium-sized enterprises (SMEs) contributes to the mitigation of regional inequalities and the advancement of inclusive economic expansion.

Furthermore, the flexibility of small and medium-sized enterprises enables them to promptly adjust to shifts in the market and improvements in technology, which is essential in the current fast changing business landscape. The ability to adapt is typically supported by a culture of innovation within these companies, which promotes ongoing enhancement and the creation of novel offerings. Based on a study conducted by Acs and Audretsch (2010), the ability to innovate is a crucial factor in driving economic growth. Small and medium-sized enterprises (SMEs) play a significant role in introducing groundbreaking technologies that larger companies may not notice due to their size and organisational setup. Small and medium-sized enterprises (SMEs) not only directly contribute to economic indicators, but also improve the general energy and competitiveness of the economy.

[bookmark: _Toc173352738]2.3. Current HRM Practices in SMEs
SMEs often use informal HRM with standardized procedures and limited resources. This can hinder employee retention, performance management, recruitment, and training (Katz et al., 2015). However, SMEs can benefit from innovative and adaptable human resource management strategies that match their entrepreneurial orientation. HRM literature in SMEs highlights several common practices. Informal recruitment and selection often use personal networks and referrals (Katz et al., 2015). Unlike larger companies, training and development are usually on-the-job and informal. Performance management may not include standardized appraisal systems, and employee retention strategies often emphasize a supportive and engaging workplace (Sheehan, 2014).
Additionally, small and medium-sized enterprises (SMEs) frequently adopt a more flexible and less hierarchical organizational structure, which allows for quicker decision-making and adaptability. According to a study by Harney and Dundon (2006), SMEs tend to emphasize relational aspects of HRM, focusing on trust, communication, and a family-like culture. This approach can be particularly beneficial in fostering employee commitment and loyalty, which are crucial for retention, especially in competitive markets where larger firms can offer more extensive benefits and career advancement opportunities.
Moreover, the literature suggests that SMEs can enhance their HRM practices by leveraging technology and outsourcing certain HR functions. Marlow (2006) argues that while SMEs may lack the resources for a full-fledged HR department, they can still effectively manage HR tasks by using digital tools for payroll, recruitment, and performance tracking. Outsourcing specialized HR services, such as legal compliance and benefits administration, can also help SMEs focus on core business activities while ensuring professional HR support. This strategic use of resources can help SMEs overcome the challenges of limited HRM capacity and improve overall business performance.

[bookmark: _Toc173352739]2.4. Challenges and Opportunities in HRM for Entrepreneurial SMEs
SMEs encounter distinctive obstacles in the management of human resources, such as the necessity for multi-skilled employees, competition for talent, and restricted financial resources (Cardon & Stevens, 2015). Nevertheless, they also have the potential to implement innovative and adaptable HRM practices that can improve their competitiveness and adaptability (Sheehan, 2014).
Attracting and retaining talent is one of the primary obstacles faced by SMEs. SMEs frequently encounter difficulties in competing with larger organisations in terms of compensation and benefits due to their restricted financial resources. Nevertheless, SMEs can capitalise on their entrepreneurial nature to provide a work environment that is both dynamic and engaging, opportunities for personal and professional development, and a sense of ownership and involvement in the business (Rauch & Hatak, 2016).
[bookmark: _Toc169551941][bookmark: _Toc172378652][bookmark: _Toc173351154][bookmark: _Toc173351508][bookmark: _Toc173352740]Another obstacle is the necessity of employing employees who possess a diverse range of skills and abilities to fulfil a variety of duties and responsibilities. This necessitates that small and medium-sized enterprises (SMEs) establish efficient training and development initiatives that can provide their personnel with the requisite expertise and information. Katz et al. (2015) also suggest that creating a culture of continuous learning and development, in which employees are encouraged to take initiative, experiment with new ideas, and learn from their experiences, can be advantageous for SMEs.
[bookmark: _Toc173352741]
2.5. Impact of Entrepreneurship on HRM
[bookmark: _Toc169551938][bookmark: _Toc172378649][bookmark: _Toc173351156][bookmark: _Toc173351510][bookmark: _Toc173352742][bookmark: _Toc169551939][bookmark: _Toc172378650]Entrepreneurship can significantly impact SME HRM. HRM strategies can be influenced by entrepreneurial leaders' emphasis on employee empowerment, agility, and innovation (Lepak & Snell, 2020). Effective HRM practises improve organisational performance, employee engagement, and culture, which supports entrepreneurial success (Rauch & Hatak, 2016). Entrepreneurial leadership is essential to SME HRM development. Leaders' entrepreneurial mindsets, which value innovation, risk-taking, and creativity, may influence HRM practises like recruitment, training, and performance management (Baron, 2017). Entrepreneurial leaders may prioritise the recruitment of people with entrepreneurial traits like initiative and problem-solving skills and emphasise continuous learning and development to foster innovation (Cardon & Stevens, 2015).

[bookmark: _Toc173352743]2.6. Theoretical Framework
[bookmark: _Toc173351158][bookmark: _Toc173351512][bookmark: _Toc173352744]This study will examine HRM and entrepreneurship using multiple theoretical frameworks. The Resource-Based View (RBV) of the firm emphasises human capital for competitive advantage (Barney, 1991). According to the RBV, effective HRM practices can boost entrepreneurial performance by increasing human capital's value, rarity, inimitability, and non-substitutability. 
Human Capital Theory emphasises the importance of education, training, and experience in improving individual and organisational performance (Becker, 1964). This suggests that enterprising SMEs can boost innovation and productivity by investing in human capital like training and development to improve employee skills, knowledge, and talents.
HRM methods should match the organization's environment and needs, according to the Contingency Theory (Delery & Doty, 1996). Relevant research. SMEs' business orientation, organisational culture, and resource constraints must be considered when implementing HRM practises. 


[bookmark: _Toc173352745]Chapter 3-Methodology and Methods
[bookmark: _Toc173352746]3.1. Research Design
This investigation will implement a qualitative methodology, employing case studies of selected small and medium-sized enterprises (SMEs) that are actively involved in entrepreneurial endeavours. The case study method is suitable for the examination of intricate phenomena in their real-world context and enables a comprehensive comprehension of the interaction between HRM practices and entrepreneurship.

[bookmark: _Toc173352747]3.2. Data Collection
Semi-structured interviews with SME proprietors, managers, and employees will be implemented to accumulate data. The interviews will concentrate on the examination of their experiences, perceptions, and insights regarding HRM practices, challenges, opportunities, and the influence of entrepreneurial leadership. Furthermore, in order to acquire a thorough comprehension of HRM practices in the selected SMEs, organisational documents, including HR policies, training manuals, and performance reports, will be examined.
[bookmark: _Toc169551947][bookmark: _Toc172378657][bookmark: _Toc173351160][bookmark: _Toc173351516][bookmark: _Toc173352748]The findings will be contextualised and a broader perspective on the relationship between entrepreneurship and HRM in SMEs will be provided by utilising secondary data from academic journals, industry reports, and government publications.

[bookmark: _Toc173352749]3.3. Sampling for Mitev LTD
[bookmark: _Toc169551949][bookmark: _Toc172378658][bookmark: _Toc173351161][bookmark: _Toc173351518][bookmark: _Toc173352750]To identify small and medium-sized enterprises (SMEs) that are actively involved in entrepreneurial endeavours, purposive sampling will be implemented. SMEs from a variety of industries will be included in the sample to ensure that a wide range of experiences and practices are captured. The SMEs that have been chosen will have exhibited a dedication to entrepreneurial activities, growth, and innovation. 
[bookmark: _Toc173351162][bookmark: _Toc173351519][bookmark: _Toc173352751]I will interview a sample of important people who either directly participate in or greatly influence the entrepreneurial efforts of their companies to guarantee a complete investigation of entrepreneurial activities inside SMEs. More especially, I want to interview the following: 
Managers:  one person supervising and directing the strategic orientation and entrepreneurial projects inside their SMEs.
Employees: six to seven people who support the entrepreneurial activities and can offer perceptions on the daily operations and creative ideas policies. 
And one or two supervisors oversee teams and can provide insights on more finely tuned implementation and support of entrepreneurial activities. 
I want to interview eight to ten people in total to have a thorough awareness of the entrepreneurial activities carried out in several roles within SMEs.

[bookmark: _Toc173352752]3.4. Data Analysis
[bookmark: _Toc169551951][bookmark: _Toc172378659][bookmark: _Toc173351163][bookmark: _Toc173351521][bookmark: _Toc173352753]Thematic analysis will be implemented to recognise patterns and themes that are pertinent to the impact of entrepreneurial leadership, challenges, opportunities, and HRM practices. The data will be categorised and classified to enable the identification of critical insights and the creation of a framework of HRM strategies that promote entrepreneurship. In order to guarantee an exhaustive and thorough comprehension of the findings, the analysis will employ an iterative process of reading, coding, and re-reading the data.

[bookmark: _Toc173352754]3.5. Gantt Chart
[image: Изходно изображение]
[bookmark: _Toc173351205][bookmark: _Toc173352794]
3.6. Ethics 
Informed Consent: Ensure that all participants in the study have given informed consent. They should be fully aware of the purpose of the research, how their data will be used, and their right to withdraw at any time.
Confidentiality and Privacy: Protect the confidentiality of the participants by anonymizing data and securely storing it. Ensure that personal identifiers are not included in any reports or publications.
Data Integrity: Maintain the accuracy and integrity of the data throughout the analysis. Avoid any manipulation or misrepresentation of findings to fit preconceived notions or biases.
Respect for Participants: Treat all participants with respect and ensure their contributions are represented fairly. Address any power imbalances and avoid exploiting participants for research gain.
Transparency: Be transparent about the research process, including the methodology and any potential conflicts of interest. This helps build trust and credibility in your findings.
Ethical Approval: If your research involves human subjects, obtain ethical approval from a relevant ethics committee or institutional review board (IRB) before commencing.
Impact of Findings: Consider the potential impact of your findings on participants and the broader community. Strive to ensure that the conclusions drawn are used responsibly and constructively.

3.7. [bookmark: _Toc173352795]Conclusion 
[bookmark: _Toc173351207][bookmark: _Toc173351565][bookmark: _Toc173352796]This study examines SME HRM and entrepreneurship comprehensively. A qualitative study uses case studies and semi-structured interviews to capture SME owners, managers, and employees' nuanced experiences and insights. Secondary and organisational documents will supplement data collection for a broad view. Data thematic analysis will reveal HRM and entrepreneurial leadership patterns. 

Choosing SMEs from diverse industries ensures a diverse entrepreneurial landscape. Actionable HRM frameworks result from data analysis. Ethics include informed consent, confidentiality, data integrity, and participant respect.

The research shows how HRM practises can boost SMEs' entrepreneurship with strict ethical standards and a clear project timeline.
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