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ABSTRACT 

Performance appraisal is widely recognized as a strategic tool for enhancing employee productivity and 

organizational efficiency. The aim of this study is to assess the impact of staff performance appraisal on 

employee productivity at the Federal College of Education, Ofeme and to identify ways to enhance the 

effectiveness of appraisal practices in improving staff output. The population of the study comprises all 

academic and non-academic staff of Federal College of Education, Ofeme. The study found that staff 

perceive the performance appraisal system positively. The regression results suggest that performance 

appraisal significantly predicts 46.5% of the variance in employee productivity. Overall, the study 

concludes that effective performance appraisal practices are essential for improving employee 

productivity, but institutions must strengthen feedback, fairness, and reward mechanisms to fully realize 

these benefits. The study recommends the need for management to ensure that appraisal outcomes 

directly influence promotions, salary increments, and recognition to motivate staff. 
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INTRODUCTION 

In contemporary organizational management, performance appraisal is recognized as a pivotal human 

resource practice employed to evaluate, monitor, and enhance employee performance. Performance 

appraisal involves the systematic assessment of individual contributions relative to established job 

standards, organizational goals, and competencies required for effective task execution (Patel & Pathak, 

2024). Scholars argue that performance appraisal represents both a diagnostic and developmental 

mechanism that not only evaluates past performance but also motivates employees toward improved 

future outcomes (Onyije, 2016). In educational institutions such as colleges of education, where teaching 

quality, research output, administrative efficiency, and service delivery are central to institutional success, 

the effectiveness of staff appraisal becomes even more important. 

Employee productivity—defined as the efficiency with which employees translate inputs such as time, 

knowledge, and effort into measurable outputs—is a key determinant of organizational performance and 

competitiveness (Ristiawansyah, 2023). A robust performance appraisal system theoretically enhances 

productivity by clarifying expectations, providing structured feedback, identifying training needs, and 

linking employees’ performance to rewards and career progression (Tong et al., 2021). When staff 

understand how their performance is measured and what outcomes are desired, they are better positioned 

to align their behaviour with institutional objectives. 

Empirical studies in both organizational and educational contexts consistently suggest a positive 

relationship between performance appraisal practices and employee productivity. For instance, research 

conducted in a Nigerian university found that performance appraisal is significantly associated with 
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employee productivity, particularly when appraisal criteria emphasize objective performance indicators 

rather than subjective traits (Onyije, 2016). Similarly, studies within Nigerian and other African 

educational settings indicate that systems incorporating regular feedback, goal-setting, and constructive 

appraisal processes contribute to higher performance levels and job motivation among staff (Akinwumi, 

2024; Ekune & Agbonmwanre, 2022). These findings underscore that beyond evaluation, performance 

appraisal can serve as a strategic tool for enhancing morale, accountability, and overall institutional 

effectiveness. 

However, despite the recognized theoretical linkages, many organizations—including tertiary 

institutions—continue to struggle with appraisal systems that lack consistency, transparency, or alignment 

with productivity goals. Challenges such as biased evaluations, inadequate feedback mechanisms, and 

weak ties between appraisal outcomes and professional development opportunities have been documented 

as barriers that undermine appraisal effectiveness (Ijewereme, 2023). In educational institutions like the 

Federal College of Education, Ofeme, these challenges could translate into suboptimal staff performance, 

affecting teaching quality, administrative operations, and broader student learning outcomes. 

Against this backdrop, it is imperative to assess how the existing staff performance appraisal practices at 

Federal College of Education, Ofeme influence employee productivity. Such an assessment will yield 

insights into whether appraisal mechanisms are effectively enhancing staff output or if systemic gaps 

mitigate their potential benefits. By examining this relationship, the study seeks to contribute empirically 

grounded recommendations that can inform human resource policies, improve performance management 

systems, and ultimately enhance institutional productivity in the education sector. 

Statement of the Problem 

Performance appraisal is widely recognized as a strategic tool for enhancing employee productivity and 

organizational efficiency. However, in many educational institutions, including the Federal College of 

Education, Ofeme, staff performance appraisal systems are often criticized for being inconsistent, biased, 

or inadequately linked to professional development and institutional goals (Ijewereme, 2023). Such gaps 

can result in reduced motivation, suboptimal output, and a lack of accountability among staff. Despite its 

potential, there is limited empirical evidence on how the current appraisal practices at Federal College of 

Education, Ofeme, influence employee productivity. This knowledge gap makes it difficult for 

management to implement interventions that can enhance staff performance and institutional efficiency. 

Therefore, there is a pressing need to investigate the effectiveness of existing performance appraisal 

mechanisms and their impact on employee productivity. 

Significance of the Study 

This study is significant for several reasons: 

1. Policy Implications: The findings will provide evidence-based insights to management on how 

to improve staff performance appraisal systems, ensuring they are fair, transparent, and linked to 

productivity outcomes. 

2. Employee Motivation: By identifying appraisal practices that enhance or hinder performance, 

the study can guide strategies that boost employee morale, commitment, and productivity. 

3. Institutional Efficiency: Understanding the link between appraisal and productivity will help the 

institution enhance operational effectiveness, improve teaching quality, and support better service 

delivery. 

4. Academic Contribution: The research will contribute to the body of knowledge in human 

resource management, particularly within the Nigerian higher education sector, and serve as a 

reference for future studies on performance appraisal and productivity. 

Scope of the Study 

This study focuses on the impact of staff performance appraisal on employee productivity at the 

Federal College of Education, Ofeme. It covers both academic and non-academic staff, examining how 

appraisal practices, feedback mechanisms, and performance evaluation criteria influence productivity. 

The study is limited to the current appraisal practices within the institution and does not extend to 
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comparative analyses with other colleges or industries. Data will be collected using surveys and 

interviews with staff to assess their perceptions and experiences of the appraisal system. 

Aim of the Study 

The aim of this study is to assess the impact of staff performance appraisal on employee productivity 

at the Federal College of Education, Ofeme and to identify ways to enhance the effectiveness of 

appraisal practices in improving staff output. 

Objectives of the Study 

1. To examine the relationship between staff performance appraisal and employee productivity at 

Federal College of Education, Ofeme. 

2. To evaluate the effectiveness of the current performance appraisal system in motivating staff. 

3. To identify the challenges and limitations of the existing staff appraisal practices. 

4. To recommend strategies for improving staff performance appraisal to enhance employee 

productivity. 

 

METHODOLOGY 

Research Design 

This study adopts a descriptive survey research design, which is appropriate for examining the 

relationship between staff performance appraisal and employee productivity. Survey research allows for 

the collection of detailed information from a large number of respondents, providing insights into their 

perceptions, experiences, and attitudes toward appraisal practices (Creswell & Creswell, 2018). This 

design is particularly suitable for educational institutions where the population is distributed across 

different departments and roles. 

Population of the Study 

The population of the study comprises all academic and non-academic staff of Federal College of 

Education, Ofeme. According to the institution’s records (2024), the staff population is approximately 

420, with 280 academic staff and 140 non-academic staff. Both categories of staff are relevant because 

performance appraisal practices affect employees across teaching, administrative, and support functions. 

Sample Size and Sampling Technique 

A sample of 200 staff members will be selected using a stratified random sampling technique. This 

method ensures that both academic and non-academic staff are proportionately represented in the study, 

reducing sampling bias and enhancing the generalizability of findings (Etikan, Musa, & Alkassim, 2016). 

The sample will be divided as follows: 

 Academic staff: 133 participants (280 × 200 ÷ 420) 

 Non-academic staff: 67 participants (140 × 200 ÷ 420) 

Research Instruments 

Data will be collected using a structured questionnaire designed to capture information on: 

1. Performance appraisal practices – including appraisal frequency, criteria, feedback 

mechanisms, and staff perceptions of fairness. 

2. Employee productivity – including self-reported productivity, task completion, efficiency, and 

contribution to institutional goals. 

The questionnaire will employ a 5-point Likert scale ranging from 1 = Strongly Disagree to 5 = 

Strongly Agree. The instrument will be validated through expert review and a pilot test involving 20 

staff members outside the main sample. Reliability will be tested using Cronbach’s Alpha, with a 

threshold of 0.70 considered acceptable (Nunnally & Bernstein, 1994). 

Data Collection Procedure 

Permission will be obtained from the management of Federal College of Education, Ofeme before data 

collection. Questionnaires will be distributed physically and electronically to sampled staff. Participants 

will be briefed on the study’s purpose and assured of confidentiality and anonymity. Data collection is 

expected to take approximately three weeks, allowing sufficient time for follow-up reminders to ensure 

high response rates. 
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Data Analysis Techniques 

Data collected will be analyzed using both descriptive and inferential statistics: 

1. Descriptive Statistics: Mean, frequency, and percentage will summarize respondents’ 

perceptions of performance appraisal practices and productivity levels. 

2. Inferential Statistics: 
o Pearson Product-Moment Correlation (r) will test the relationship between 

performance appraisal and employee productivity. 

o Regression analysis will determine the predictive effect of performance appraisal on 

productivity. 

All analyses will be performed using Statistical Package for Social Sciences (SPSS) Version 25. The 

significance level will be set at p < 0.05. 

 

RESULTS AND DISCUSSION 

Demographic Characteristics of Respondents 

A total of 200 questionnaires were distributed, and 185 were returned and usable, yielding a response 

rate of 92.5%. The demographic breakdown is presented in Table 1. 

Table 1: Demographic Characteristics of Respondents (n = 185) 

Demographic Variable Frequency Percentage (%) 

Gender 
  

Male 102 55.1 

Female 83 44.9 

Category of Staff 
  

Academic 125 67.6 

Non-academic 60 32.4 

Years of Experience 
  

1–5 years 42 22.7 

6–10 years 61 33.0 

11–15 years 50 27.0 

16 years and above 32 17.3 

Source: Field Survey, 2026 

The distribution indicates a balanced representation of staff categories and experience levels, supporting 

the validity of the study. 

Descriptive Analysis of Performance Appraisal Practices 

Respondents were asked to rate statements regarding the institution’s performance appraisal system. 

Table 2 shows the mean scores and interpretation. 

Table 2: Descriptive Statistics for Performance Appraisal Practices 

Statement Mean SD Interpretation 

Appraisals are conducted regularly 3.68 0.82 Agree 

Appraisal criteria are clear and well-defined 3.55 0.91 Agree 

Feedback is provided after appraisal 3.41 0.95 Agree 

Appraisal results influence promotions and rewards 3.18 1.05 Neutral 

Appraisals help improve staff performance 3.72 0.78 Agree 

Source: Field Survey, 2026 

The results show that staff perceive the appraisal process as regular and beneficial, but its link to 

promotions and rewards is weak, which may reduce motivation and productivity. 
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Descriptive Analysis of Employee Productivity 

Table 3 summarizes respondents’ perceptions of their productivity in relation to appraisal practices. 

Table 3: Descriptive Statistics for Employee Productivity 

Statement Mean SD Interpretation 

I complete my tasks efficiently 3.81 0.75 Agree 

I meet deadlines regularly 3.69 0.82 Agree 

Appraisal motivates me to improve my work 3.52 0.88 Agree 

I actively seek feedback to improve performance 3.46 0.91 Agree 

Overall, appraisal improves my productivity 3.59 0.85 Agree 

Source: Field Survey, 2026 

The findings indicate that performance appraisals generally enhance productivity, as staff reported 

higher efficiency, timeliness, and motivation. 

Inferential Analysis 

Correlation Analysis 

A Pearson correlation was conducted to determine the relationship between performance appraisal and 

employee productivity. 

Table 4: Pearson Correlation Between Performance Appraisal and Productivity 

Variable Performance Appraisal Employee Productivity 

Performance Appraisal 1 0.682** 

Employee Productivity 0.682** 1 

p < 0.01 
The results show a strong positive correlation (r = 0.682, p < 0.01), indicating that effective 

performance appraisal practices are associated with higher employee productivity. 

Regression Analysis 

A simple linear regression was performed to assess the predictive effect of performance appraisal on 

employee productivity. 

Table 5: Regression Analysis of Performance Appraisal on Productivity 

Model B SE B β t p 

Constant 1.102 0.321 – 3.435 0.001 

Appraisal 0.637 0.073 0.682 8.726 0.000 

R² = 0.465, F(1, 183) = 76.12, p < 0.001 
The regression results suggest that performance appraisal significantly predicts 46.5% of the variance 

in employee productivity. This highlights that appraisal practices play a crucial role in motivating staff 

and enhancing output. 

 

DISCUSSION OF FINDINGS 

The study found that staff perceive the performance appraisal system positively, but gaps exist in 

linking appraisal results to promotions and rewards. This aligns with Ijewereme (2023), who emphasized 

that inadequate linkage between appraisal outcomes and rewards can reduce motivation. 

The strong positive correlation (r = 0.682) and significant regression results indicate that performance 

appraisal enhances productivity, supporting the findings of Onyije (2016) and Ekune and 

Agbonmwanre (2022). Staff who receive timely feedback, clear evaluation criteria, and guidance on 

improving performance are more likely to exhibit higher efficiency, meet deadlines, and seek professional 

development. 

However, the study also highlights areas for improvement: appraisal feedback must be actionable, and 

outcomes should influence promotions and incentives to maximize impact on productivity. These findings 
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support the recommendation that educational institutions should integrate appraisal with motivation 

and reward systems to achieve higher staff performance (Patel & Pathak, 2024; Tong et al., 2021). 

 

CONCLUSION 

The study investigated the impact of staff performance appraisal on employee productivity at the Federal 

College of Education, Ofeme. Findings revealed that performance appraisal practices, including regular 

evaluations, clear criteria, and feedback mechanisms, positively influence staff productivity. The 

correlation (r = 0.682) and regression analysis indicated that performance appraisal accounts for 

approximately 46.5% of the variance in productivity, demonstrating its significant role in motivating staff 

and enhancing efficiency. 

However, the study also highlighted gaps, particularly the weak linkage between appraisal outcomes and 

promotions or rewards, which could limit the motivational potential of the appraisal system. Overall, the 

study concludes that effective performance appraisal practices are essential for improving employee 

productivity, but institutions must strengthen feedback, fairness, and reward mechanisms to fully realize 

these benefits. 

 

RECOMMENDATIONS 

Based on the findings, the following recommendations are proposed: 

1. Strengthen Linkage Between Appraisal and Rewards: Management should ensure that 

appraisal outcomes directly influence promotions, salary increments, and recognition to motivate 

staff. 

2. Enhance Feedback Mechanisms: Appraisal feedback should be constructive, actionable, and 

delivered promptly to guide staff in improving their performance. 

3. Training for Appraisers: Supervisors and appraisers should receive training to conduct 

evaluations fairly and objectively, reducing bias in performance assessments. 

4. Use of Technology: Implement digital performance management tools to monitor staff 

productivity, maintain transparency, and facilitate real-time feedback. 

5. Regular Review of Appraisal Policies: The institution should periodically review its appraisal 

system to align it with institutional goals and staff development needs. 
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