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Introduction

As claimed by Geary & Alan (1995), 
performance management refers to activities which guarantee consistent achievement of organizational goals in an efficient and effective manner. 

Performance management can concentrate on a department, production processes, employees or the entire organization. In so doing, there is an alignment of employees and other systems to strategic achievement and objectives. (William & Carl 2001, p. 98).

This topic is worth investigating because Microsoft, just like any other organization requires management of organizational performance and good motivation of its employees if it is to succeed in its businesses. 

Rationale for the selection of the project

Proper motivation will energize and propel employees at Microsoft to seek persistently for their goals. This coupled by a good, well-executed and well-designed performance management will lead to a strong and enthusiastic impact among the employees at Microsoft. This is because performance management and motivation go hand in hand and are interdependent on one another. As such, workers will constantly demonstrate a dire crave for advancement since they will be having a vivid understanding of their performance record and be able to make adjustments where necessary. It is the argument hereinabove that guided my opinions in choosing the above topic for further investigation. 

Literature /Other Research Relevant to this Proposal

Armstrong and Baron (1998, p. 56), opined that performance management and motivation are jointly integrated and a strategic moves towards bringing out fruitful results in organizations by rocketing development and performance capabilities of individuals and teams. Along with motivation and a suitable system of reward, performance managers can use a variety of other tools like training and development of leadership. Employees also build a sense of self worthiness when performance managers talk over performance which in itself is rewarding whether the talks are accompanied by a positive or a negative feedback. 

They further assert that a performance management system is both continuous and cyclical in nature and most researchers have come to the realization that acknowledgement is one of the most influential motivational forms. (Armstrong & Baron 1998, p. 57).


 According to Aubrey (1999, p. 238), performance management enhances technical or professional growth. Performance managers are an important source of information, tools and the insights that are necessary for more progress which will be motivational for workers whose successful job completion is hinged on achievement, attainment of various goals and effectiveness. (Aubrey 1999, p. 239).

Methodology

Design of the project 

In this project, the cross sectional method of survey would be suitable and more appropriate. Those who will be used in coming up with findings of the research will be required to use both their current and previous knowledge when giving their responses in a questionnaire. This is because the method is cost effective since it uses few resources and is also quick. (William & Carl 2001, p. 239). 

This method is also most applicable where associations are to be studied, in this case performance management and motivation.

Target group

The project will target employers, employees and line managers of companies within the same industry as Microsoft. 

Method of sampling to use

The main preoccupation of this project will be to sample a minimum of 80% of employees, employers and line managers. Using the stratified method, the sample population will be proportionally representative of all types of cadres and people of interest in this survey.

Procedures of carrying out the sampling

The target group will be divided into 3 sub-groups of employers, employees or workers and line managers. For more valid results, the researcher will select 20 employees because they tend to be few, 50 line managers and 130 employees.

Data collection of data

The project will utilize data obtained from both secondary and primary sources. Primary sources will be questionnaires, direct and indirect methods of observation and through impromptu interviews with employers, line managers and employees of any given company. Secondary sources will be the internet, HRM text books, Performance management handbooks, reports on newspapers and company manuals.

Instruments for collecting data

This will include questionnaires which respondents will fill in incase they have time or interview questions when they have a tight schedule. The researcher will also carefully observe how employees are being treated and carefully listen to the managers’ choice of communication language. 

Questionnaires will be appropriate for this project because they will give room for respondents to express themselves better and also guarantees flexibility in terms of the arrangement of items. Interviews will also be important when there is lack of time to respond to the questionnaires. Observation will be important because it will give a more reliable and first hand encounter with the facts. (William & Carl 2001, p. 239).

It is assumed that the findings of this project will provide a solid basis for improving innovativeness and satisfaction at Microsoft leading to production of software and other related products that will continue to satisfy the ever-changing needs of the current market.
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