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[bookmark: _Toc142497130]Chapter 1: Introduction
The proposal explores key elements of the future research by offering relevant directions for exploring the topic. The discussion includes the main aim, objectives and research questions together with the rationale for the study. A timetable, key methodological considerations and important literature insights are added to improve the understanding regarding the selected topic and research intentions. 
With its content, the proposal sets the foundation and the main directions to be followed during the preparation of the actual dissertation paper. The specific suggestions, as explained in the proposal, must be closely followed, to achieve the intended research goals. Hence, quite detailed guidance is delivered in the proposal with the aim to establish a clear picture regarding the actual study. 
[bookmark: _Toc142497131]1.1 Aim and objectives
The aim of the study is to improve the level of employee motivation of employees from small and medium-sized (SME) businesses. 
The objectives of the study include:
· To explore the role of employee motivation on individual and organisational performance.
· To analyse the models of employee motivation.
· To assess the specific case of UK’s SMEs in terms of employee motivation level and its determinants. 
· To propose focused recommendations for future improvement based on the primary data evidence. 
[bookmark: _Toc142497132]1.2 Research Questions
How do employee motivation level affect performance?
What are the ways of improving employee motivation in the future?
[bookmark: _Toc142497133]1.3 Background of the organisation
The study explores employees from different SMEs. There is not a specific organisation under consideration; instead, the scope is expanded and includes SMEs. 
[bookmark: _Toc142497134]1.4 Research gap and contributions
According to Barney (1991), the resource-based view model suggests that an organisation can compete in the marketplace based on a set of factors of production – capital, labour, technologies and others. Thus, labour productivity and motivation at work can be considered as key factors for maximising the management of one of the key factors for production and competitiveness. The importance of employee motivation is even higher in the context of SMEs. Their limited size and financial resources often prevent the access to capital or acquisition of the most advanced technologies. As a result, SMEs must maximise the management of labour as a way of improving overall performance and competitiveness. 
SMEs also face a quite unfavourable external trend, since the unemployment in the UK is quite low at a level of just 3.9% which makes labour scarcer and more expensive (Elliott, 2023). In this light, motivating and retaining the best employees appears to be a question of strategic importance, especially considering the relatively high employee attrition rate of 15% per annum (Monster, 2023). 
Considering all, the current study can gather and analyse contemporary data from SMEs which is then used to propose valuable improvements for enhanced competitiveness in a changing environment. 
[bookmark: _Toc142497135]1.5 Rationale for the study
The research purposefully explores the case of SMEs, as they comprise a large part of the UK economy – more than 99% of all organisations and contributing to 60.7% of total employment and 51.1% of GDP (Hutton, 2022). Therefore, exploring ways of boosting employee motivation can be beneficial not only for the organisations, but also for the overall economy. This motivates the research given the quite low level of productivity growth in the UK in the period after the recession of 2008-2009 and the opportunities to stimulate productivity based on an improved employee management (Harari, 2023). 
In addition, SMEs have some specifics in terms of management, size, resource availability and other factors. Therefore, exploring their specific context can be quite interesting for delivering more focused solutions for improving employee motivation and performance, respectively. Moreover, the author has personal motivation to study SMEs. 
[bookmark: _Toc142497136]1.6 Outline of research 
The study explores relevant research in the field of employee motivation based on theoretical and empirical findings. Moreover, primary data are collected and analysed to understand the most contemporary and relevant opinions of employees from SMEs and the relevant areas for future improvement. 
[bookmark: _Toc142497137]Chapter 2: Critical literature review
[bookmark: _Toc142497138]2.1 Introduction 
The impact of employee motivation on performance at work is considered as a key factor for organisational success. The discussion includes some key findings from the literature based on empirical and theoretical evidence. 
[bookmark: _Toc142497139]2.2. Empirical evidence 
According to Analoui (1999), the role of a motivated workforce is crucial in elevating the overall level of business competitiveness. Sekhar et al. (2013) acknowledges the existence of a relationship between job satisfaction and motivation and highlight the resulting positive impact on work productivity. Typically, individuals, who possess a strong sense of motivation, are inclined to exhibit greater levels of creativity. 
In addition, empirical evidence indicates that motivation plays a crucial role in increasing productivity through its ability to expedite task completion and facilitate effective problem-solving in the workplace (Sekhar et al., 2013). Assuming all other variables remain constant, the presence of heightened motivation-driven employee productivity dynamics results in an increased output. 
According to Martin and Dowson (2009), there exists a positive correlation between employee motivation and productivity as well as creativity of workforce members. Dedication of employees can contribute to both individual and organisational achievements (Martin and Dowson, 2009). 
[bookmark: _Toc142497140]2.3 Theoretical models 
There are many models providing key theoretical insights regarding the actual determinants of motivation in the workplace. Ramlall (2004) divides all major theories in two groups – content and process – as shown below.
Figure 1 – Main theories of employee motivation
[image: ]
Source: BJ (2019)
This piece of evidence suggests that theory is inconclusive due to the existence of many different viewpoints on employee motivation (Ramlall, 2004). Considering this, the current study will not include a specific model; instead, the problem will be investigated in a more unstructured manner. Potentially, the determinants, as suggested by Herzberg (1987) in his Two-Way Factor model, can be considered as a part of the list of areas affecting employees. In general, factors are divided into two groups – hygiene factors and motivators (Herzberg, 1987). True motivation is a result of addressing the range of motivators, such as achievement, responsibility, recognition, advancement, promotion and others (Herzberg, 1987). Nevertheless, ignoring the hygiene factors can create dissatisfaction; thereby inhibiting the achievement of high employee motivation at work (Herzberg, 1987). 
Figure 2 – Herzberg’s theory of motivation in the workplace
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Source: Balogh (2015) 
The brief overview of key literature sources shows the complexity of the problem and the need for contemporary primary data from employees. This is explained in more detail as a part of the methodology. 
[bookmark: _Toc140843634][bookmark: _Toc142497141]Chapter 3: Methodology
[bookmark: _Toc140843635][bookmark: _Toc142497142]3.1 Philosophy
[bookmark: _Toc140843636]Interpretivism is adopted in this study. Under this type of research philosophy, the process of knowledge creation, also known as epistemology, is founded upon an individual's experiences, thus highlighting the significance of phenomenology (Weber, 2004). The significance of understanding each case is also of great importance (Pizam and Mansfield, 2009). Interpretivism is concerned with the examination of individual contexts and experiences in the process of knowledge creation. Consequently, the emphasis is deliberately directed towards each individual person, rather than relying on large samples as in the case with surveys (Pizam and Mansfield, 2009). Interpretive studies place a primary emphasis on qualitative data. This includes utilising methods such as interviews, focus groups and others (Myers, 2008). 
[bookmark: _Toc142497143]3.2 Paradigm
In terms of research paradigm, it is important to note the existence of many possible interpretations. According to Weber (2004), interpretive studies do not involve a separation between the researcher and the studied reality. The social construction of reality is recognised, thus acknowledging the potential for multiple realities (Pizam and Mansfield, 2009).
[bookmark: _Toc140843637][bookmark: _Toc142497144]3.3 Approach
In terms of the approach, interpretivism is commonly used with inductive reasoning (Dudovskiy, 2023). Induction is characterised by the absence of a well-defined theory, as exemplified by the research approach that focuses on examining specific cases to generate novel data and knowledge (Dudovskiy, 2023). The examination of the current case subsequently gives rise to the formulation and advancement of theoretical frameworks (Dudovskiy, 2023). 
Figure 3 – Inductive reasoning 
[image: A blue rectangular object with white text
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Source: Dudovskiy (2023)
Hence, interpretive type of research generates knowledge which proceeds from the case to the general - a situation of bottom-up knowledge creation (Lodico et al., 2010).
[bookmark: _Toc140843638][bookmark: _Toc142497145]3.4 Strategy
Interviews are used to collect primary data from employees of small and medium-sized businesses. Interviews have several key advantages worth mentioning. Most importantly, interviews collect qualitative data which clearly demonstrated the specifics of every interviewee based on in-depth information (Saunders et al., 2015). Thus, interviews are quite effective for getting a thorough understanding of individual experiences in the workplace and the factors for motivation. Second, interviews are generally less structured than surveys; hence, there is an opportunity to ask additional questions and change the direction of the conversation based on incoming information. This is important for gathering new and unplanned insights regarding individual experiences (Saunders et al., 2015). Third, interviews are effective even with small samples due to their data generation ability (Saunders et al., 2015). This is important in the context of the time and resource limitations of the current project. 
[bookmark: _Toc140843639][bookmark: _Toc142497146]3.5 Sampling methods
Considering the small sample size of interviews, it is intended to recruit 8-10 interviewees with different professional and demographic characteristics for more representative and valid research findings. 
[bookmark: _Toc140843640][bookmark: _Toc142497147]3.6 Data collection
The primary data collection process is focused on conducting a series of interviews with employees of small and medium-sized organisations in the UK. Online sources of communication, such as the platform Zoom, will be used to reach geographically distant employees and save time. 
[bookmark: _Toc140843641][bookmark: _Toc142497148]3.7 Data analysis 
The analysis of qualitative data is quite unstructured. There is no use of numeric or statistical methods of analysis. Instead, the study explores the meanings and context expressed by the content of the interviews. This approach may lead to subjective interpretations, but this is a common feature of qualitative data analysis. 
[bookmark: _Toc140843642][bookmark: _Toc142497149]3.8 Time prospects
The Gantt chart shows the major activities and their respective sequence and duration over the course of 12 weeks. Following the plan is essential to complete the project on time. 
Table 1 – Gantt chart (weeks)
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[bookmark: _Toc140843643][bookmark: _Toc142497150]3.9 Ethical considerations
Human participants must be protected based on several ethical principles. They include harm avoidance, voluntary participation, anonymity and confidentiality, informed consent and others (Saunders et al., 2015). Therefore, a safe environment is created where participants willingly engage with the interview process and have the right to omit questions or leave the interview. Individual dignity and respect are also prioritised during the interview process. 
[bookmark: _Toc140843644][bookmark: _Toc142497151]Chapter 4: Conclusion
The proposal clarified some key aspects of the intended research regarding the factors of motivation aming small and medium-sized companies’ employees. The schedule and action plan can serve as a foundation for the actual process of study creation. 
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