Performance Appraisal Methods as Correlate of Lecturers’ Productivity in Universities in Delta State

ABSTRACT
Aims: This study examined performance appraisal methods as correlate of lecturers’ productivity in universities in Delta State. The study was guided by three research questions and three null hypotheses. 
Study Design: The design of the study was a correlational survey research design. 
Methodology: The population of the study comprised one thousand nine hundred and nineteen (1919) lecturers in public universities in Delta State. The sample size comprised 236 lecturers in universities in Delta State. The instrument used for data collection was a questionnaire developed by researcher, titled Performance Appraisal Methods and Lecturers Productivity Questionnaire (PAMLPPUQ).). The instrument was subjected to face and content validation and the reliability of the instrument was ascertained through test re-test method and the reliability yielding a coefficient of 0.89. The research questions were answered using the SPSS software, Pearson Product-Moment Correlation Coefficient was employed to answer the research questions.  The hypotheses were tested using regression at 0.05 levels of significance. 
Results: Results of the study, among others, showed that there is a significant relationship between critical incidents, graphic rating scale and essay methods of performance appraisal and lecturers' productivity in public universities in Delta State.
Conclusion: Based on the result, it was concluded that the level of lecturers’ productivity was high attesting to the fact that the provision of adequate reward incentives and evaluation based on a fair system of performance standards improves lecturers’ productivity. 
Recommendations: The study recommended a systematic training and retraining programme for universities management staff and all lecturers should be designed to raise the level of knowledge, when and how to apply the various methods of performance appraisal, such as critical incident, graphic rating scale and essay methods, to enhance lecturers’ productivity.
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1. INTRODUCTION
“Universities are regarded as centres of excellence around the world, where information is not only obtained but also transmitted to those who need it through teaching, research and community services. Universities are vehicles for expanding knowledge through generating high-level technical capacity that underpins economic development and progress. Lecturers are the agents in universities responsible for the attainment of the triple mandate of the universities for successful economic development and progress” (Nkiru & Agogbua, 2022). “Universities productivity is crucial. It's all about reaching personal achievement and realizing one's potential in a reasonable amount of time. To different people, productivity means many things. It might be productive in the workplace or in the classroom. The productivity of education is the realization of individual potential and personal success in a reasonable amount of time. Universities productivity simply refers to the use of instructional programmes and research to prepare graduates for jobs or extra training while also expanding their knowledge and analytical abilities. Universities are regarded as centers of excellence around the world, where information is not only obtained but also transmitted to those who need it through teaching and research. Universities are the peak where all that happens immediately comes together and where learning in the broadest sense is nurtured. The term Universities refers to a variety of institutions of higher learning, including universities. These Universities institutions can be organized in a variety of ways, including as part of a university or as a separate entity known as a university and other tertiary learning institutions” (Nkiru & Agogbua, 2022). Universities, according to Aminu and Muftiat (2024), “is the facilitator, bedrock, powerhouse, and driving force for a nation's strong socioeconomic, political, cultural, healthier, and industrial development because Universities institutions are key mechanisms increasingly recognized as wealth and human capital producing industries. Knowledge appears to have surpassed capital as the most essential factor in economic development in the twenty-first century, and it is the cornerstone of a country's competitive advantage due to its ability to increase productivity. Universities are thus vehicles for expanding such knowledge through generating high-level technical capacity that underpins economic development and progress”.
	In pursuance of these goals, universities in Nigeria have triple mandate of teaching, research and community service. The main agent for achieving these objectives is the university personnel especially the lecturers. The FRN (2014) asserted that “no educational institution can rise above the quality of its personnel. The extents to which these lecturers achieve the triple mandate of the university (teaching, research and community service) constitutes their productivity. Thus lecturers' productivity is defined as the rate at which lecturers in a university achieve individual given objectives in relation to the university goal achievement”.
	“The level of lecturer’s performance differs from one lecturer to another. These differences may not be connected to the motivating factors used in the university. The motivating factors range from welfare scheme, health schemes and promotion or performance appraisal. Performance appraisal is the process through which lecturers contribution towards university goal achievement during a specific period is assessed. The main reason behind performance appraisal in any organization, including the universities is to improve the performance of the individual employee, thereby leading to improvement in the performance of the organisation as a whole. For performance appraisal to be effective, it is necessity to anchor it on the performance criteria that have been outlined for the job” (Maloba et al., 2016). Riggio (2023), describes “performance criteria as the means for determining successful or unsuccessful job performance. Performance criteria spell out the specific elements of a job and make it easier to develop the means of assessing levels of successful or unsuccessful job performance. It can thus be inferred that an appraisal system not hinged on these criteria can neither be appropriate nor fair, particularly to the employee, whose performance is being evaluated. In fact, some key points in the arguments of those opposed to performance appraisal is that, most of the time, wrong things are rated and the wrong methods are used”.
	“This may call to question the fairness of the appraisal system and its ability to effectively produce the desired outcomes. The end result of this is that it produces exactly the opposite effect to that intended. The bases for appraising lecturers' performance in Universities in Nigeria general and Delta State in particular, are the mandates of teaching, research and community service. It could be said that teaching is the most important of the triple mandate because teaching is the first task of the lecturer, although the three functions are interrelated and can hardly be divorced from one another. That is probably why the quality of teaching is underpinned by research. This statement is evident in the performance appraised criteria of lecturer where teaching carries a lower percentage (15%), research carries a larger proportion (50%), community service carries about 10% and others like academic excellence qualification carry the remaining 25%. The fact that performance appraisal is an annual practice in universities, most universities still do not use different methods of performance appraisal while measuring their lecturers’ productivity” (Maloba et al., 2016). 
	The researcher observed that the performance appraisal used in Nigerian universities is mostly based on the Annual Performance Appraisal (APA) form. The APA appears subjective and based more on individuals’ behaviours and traits, research and publications, with less emphasis on teaching and community services. The APA has been criticized by Prentice in Okpe (2012) as providing a general assessment that does not address the peculiarities and differences in the activities of lecturers. Consequently, the general view among lecturers in the universities is that the APA appraisal system is biased, unfair and does not reflect the true measure of individual performance. It may not have resulted in a significant improvement in the overall performance or productivity of the university lecturers. As shown by Sokari and Haliru (2020), the use of APA in providing a general assessment of lecturers do not address the peculiarities and differences in the activities of the different departments in universities.
“The implication of the current performance appraisal criteria is that lecturers tend to neglect teaching, which is the most important mandate of lecturers and university at large. This is because teaching is lowly rated in the lecturers‟ performance appraisal. The lecturers focused more on writing papers and publish, hence the “publish or perish” slogan. Lecturers may therefore decide to be absent in class, give little attention to student, and go to class unprepared, since all these have little effect on their promotion. Once the lecturers publish, every other thing can be treated nonchalantly. Teaching is thus treated as a second fiddled” (Maloba et al., 2016). As rightly observed by Belias and Koustelios (2023), “for universities to fully achieve its statutory functions, effort must be made to ensure that teaching and learning is well carried out. But the lecturers‟ performance appraisal criteria in universities in Nigeria seems not to encourage lecturers to be more productive in teaching, it rather encourages them to publish”.
	Obisi (2021) declared performance appraisal as a system which provides organizations with a means of identifying not only what performance level are but which areas those levels need to be improved if maximum use is to be made of employees. It involves developing policies, procedures and techniques, reviewing of reports and consideration of reports and evaluating the effectiveness of various programmes. It entails description of employee’s performance as to how well they are doing or have done their jobs. Performance appraised is a review and discussion of an employee performance of assigned duties and responsibilities globally. It is a means not only for evaluating performance but also for achieving performance among staff of an organization.
As a powerful tool for lecturer productivity, performance appraisal may lead to the need for training, rewards, development, motivation and good interpersonal relationship in the university system and if properly utilized productivity may be achieved by lecturers. This is supported by Afero and Antwi (2017) who stated that “a well-designed performance appraisal system can help organization separate outstanding performers from those who are below average”. A university management that identifies hard working, productive lecturers and reward them accordingly, may create conductive atmosphere for them and enhance their productivity. Asiegbu and Ebieri (2024) maintained that the performance appraisal covered the entire performance domain of a lecturers’ job and include all major job dimensions based on extensive job analysis. Therefore, performance appraisal may help to identified specific behaviourally strength and weaknesses of a lecturer, facilitating the lecturers productivity improvement, selecting a lecturer for promotion, validating selection criteria and developing training programmes for low performing lecturer in the universities. It may enhance lecturers’ productivity in universities since its assessment do not afford to neglect any aspect and has to show all round productivity. Besides, it has been found to be very useful and effective in measurement of lecturers’ interpersonal skills, student satisfaction and team building (Daniel, 2019). Presently, university management may not only use performance appraisal to identify the areas of skills or knowledge in which several lecturers may not be at per with the job requirements, but may be used to device training, development programmes, allocate rewards such as salary increase, promotion and other forms of rewards to lecturers. Promotion, training and development may be some of the way whereby university management may create good will and enthusiasm among lecturers in universities to free them from worries that might interfere with their effort on the job and make the work enjoyable. 
Therefore, performance appraisal may have a link with lecturers’ productivity since it may be used to evaluate and review their skill, or knowledge and job performance. Thus, to ensure lecturers efficiency and productivity in universities there is need for an occasional evaluation and assessment of activities and services being rendered by lecturers using different performance appraisal methods. Performance appraisal methods are the procedures, instruments and modalities that entail the standard outline to evaluate employees’ job productivity. They are approaches used by management to make decisions about compensation, promotions, transfers and sometimes demotions or terminations. Performance methods are techniques of making changes to the employees’ position description so that it accurately reflected the duties and responsibilities by the employees (as in the case of university lecturers). The fact that the management expects the lecturers to perform their job better always; there is the need to know how well lecturers have performed their duties and responsibilities in the past. In this way the university management may be able to use feedback about lecturers’ performance to recognize them for a job well done and to motivate them. Although there are several methods to appraise lecturers’ performance, no study has been carried out on performance appraisal methods and productivity of lecturers in universities. Most of the studies on performance appraisal dwell generally on the relationship between performance appraisal and job performance of lecturers in academic without focusing on performance appraisal methods and how they relate to lecturers’ productivity. 
Obviously, the use of essay, and graphic rating scale methods of performance appraisal have been recognized by various experts to impact lecturers’ productivity in universities. For example, Mandara, et al (2019) remarked that review of workers' performance is surely among the best practices to boost performance, morale and increase productivity. According to them, essay, field reviews and graphic rating are very significant tools for measuring and enhancing the efficiency of workers in an institution. They concluded that these methods may be used in order to advise, promote, and increase allowances and bonuses among others. It is, therefore, necessary to conduct a study such as this in order to obtain empirical evidence to ascertain the relationship between performance appraisal methods as correlate of lecturers’ productivity in universities in Delta State.
1.1 Statement of the Problem 
	The ideal is that the appraisal criteria, namely teaching, research and community development, should be considered each time a lecturer is to be appraised as and when due as this will help to boost the commitment level and ultimately increase their productivity.  Observations made by the researcher appears to suggest that lecturer’s promotion is appraised base on criteria where teaching carries a lower percentage (15%), research carries a larger proportion (50%), community service carries about 10% and others like academic excellence qualification carry the remaining 25%. The fact that performance appraisal is an annual practice in universities, most universities still do not use different methods of performance appraisal while measuring their lecturers’ productivity. 
	However, from a cursory look, if nothing is done about this situation and urgently too, it is predicted that many will start losing interest in the job as a result, the commitment level will drop. Thus, when the commitment level drops, the productivity level will also drop. Performance appraisal methods are necessary to make provision for advice for the lecturers on how to improve their competence in teaching, research and community services, communication skills, commitment to facilitate students learning and the degree of concern for individual students and ability to contribute in resourceful ways to intellectual development. Given that this may be so, it is possible that when universities management adopts various performance methods then lecturers will be better able to perform their duties across the three dimensions of research, teaching and community services. Hence, the problem of this study posed as questions: what impact do performance appraisal methods have on lecturers’ performance in universities in Delta State? How do the various performance appraisal methods relate to lecturers’ performance in universities in Delta State?
1.2 Aim and Objectives of the Study 
The aim of the study was to examine the relationship between performance appraisal methods as correlate of lecturers’ productivity in universities in Delta State. Specifically, the study intends to:
1. Ascertain the relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria. 
2. Determine the relationship between Graphic Rating Scale method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria. 
3. Investigate the relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria. 
1.3 Research Questions
The following research questions were stated to guide the study: 
1. What is the relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria?
2. What is the relationship between Graphic Rating scale method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria?
3. What is the relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria?


1.4 Hypotheses
	The following hypotheses were formulated and were tested at 0.05 significant level. 
1. There is no significant relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria.
2. There is no significant relationship between Graphic Rating Scale method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria.
3. There is no significant relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria.
[bookmark: _Toc414403390]2. METHODOLOGY
2.1 Research Design 
	The study was adopted a correlational survey research design. This was considered suitable for the study because the researcher established the relationship between performance appraisal methods as correlate of lecturers’ productivity in universities in Delta State
2.2 Population of the Study 
[bookmark: _Hlk144801232]	The population of the study comprised all the lecturers in universities in Delta State. There are three (3) major categories of universities in Delta State depending on proprietorship. The first group was made up of those that have the Federal Government as their proprietor. The second group is made up of universities that have State Government as proprietor. The third group was made up of private universities. However, only federal and state public universities are used in this study. Therefore, the population of this study comprised all the lecturers of both Federal and State universities in Delta State. The population of lecturers in universities in Delta State was 1919. 
2.3 Sample and Sampling Techniques
[bookmark: _Hlk144801264]The sample size for this study was 236 lecturers.  To ensure adequate representation, multi-stage sampling technique was adopted in selecting the sample for the study. In the first stage, random sampling technique using ballot system was employed to select one (1) universities from Federal and two (2) from State institutions. This brought the sampled universities to three (3) out of the six (6) public universities in Delta State. In the second stage, the proportionate stratified random sampling approach was used. The universities were first stratified according to the lecturers’ population in Federal and State Public Universities in Delta State at the time of this study. A proportion of the population was taken from the universities to reflect the number of lecturers. In the third stage, the researcher used 20% of lecturers in each of the Federal and State Public Universities in Delta State. The use of 20% of lecturers is above Roscoe (1977) recommendation of using a sample size of 10%. 
2.4 Instrument for Data Collection
	The instrument for data collection was a questionnaire developed by researcher it is titled Performance Appraisal Methods as Correlate of Lecturers’ Productivity Questionnaire (PAMCLPQ). It was divided into two parts; A and B. Section A was on the bio-data of the respondents, bothering on their status – whether State or Federal Universities lecturers, gender and name of university. Section B was designed to obtain information on Performance Appraisal Methods and Lecturers Productivity in Universities. The response categories of the instrument were based on a Likert four (4) point summated rating scale of agreement weighted as Strongly Agree (SA) (4 points), Agree (A) (3 points), Disagree (D) (2 points) and Strongly Disagree (SD) (1 point). The questionnaire contained items built in five (5) clusters on which respondents will be requested to indicate their opinion. 


2.5 Validity and Reliability of the Instrument 
	Face and content validity of the instrument was obtained through the judgment of two experts in Educational Management from the College of Education, Warri. The experts find out whether the items in the instrument specifically relate properly to meet the intent of the study. Based on the inputs, corrections, suggestions, criticism and remarks, the contents of the instrument were improved and the final copy was produced. Their advice ascertained that the items are relevant, clear and unambiguous. Generally, the instrument was clear and unambiguous and it has both face and content validities. 
To establish the reliability of the instrument, test-retest method was use to sample lecturers from equivalent study sample of 30 respondents in Ambross Alli University, Ekpoma, Edo State and used for trial testing of the items on the instrument. In the pilot study, the instrument was administered and collected by the researcher and after two weeks, they were re-administered to the same group of lecturers. The essence of the trial testing was to find out how the respondents would react to the instrument. The reliability of the instrument was computed using Cronbach Alpha reliability coefficient and yielded 0.89. 
2.6 Method of Data Collection
	The questionnaire was administered to lecturers in the three (3) universities in Delta State from which sample for the study was drawn from. This was done by the researcher and four (4) research assistants that were trained for the work. The research assistants were guided on the rudiments of administration and the collection of completed questionnaire. The researcher and the research assistants administered and collected the questionnaire from the respondents. This is necessary because of time factor of the researcher and the stress involved in personally travelling around the three (3) universities in Delta State. 
2.7 Method of Data Analysis 
	The returned questionnaire was coded, inputted into the computer and analyzed using the SPSS software. Pearson Product Moment Correlational Coefficient was employed to answer the research questions.  The hypotheses were tested using regression at 0.05 levels of significance.
[bookmark: _Toc401018225]3. RESULTS
Research Question 1: What is the relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria?
The result in Table 1 showed a strong positive and statistically significant relationship between critical incidents method of performance appraisal and lecturers’ performance in universities in Delta State (r=.542, p<.001). This means that critical incidents method of performance appraisal is associated with lecturers’ performance in universities in Delta State.

Research Question 2: What is the relationship between Graphic Rating scale method of performance?
Table 2 indicated a strong positive significant correlation was found between graphic rating scale method of performance appraisal and lecturers’ performance in universities (r=.576, p<.001). this indicate that graphic rating scale method of performance appraisal tend to foster lecturers job performance in universities in Delta State.

Research Question 3: What is the relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria?
Table 3 showed that the correlation between essay method of performance appraisal and lecturer’s performance is moderate and significant (r=.318, p<.001). This indicates that essay method of performance appraisal contributes meaningfully to a high lecturer job performance in universities in Delta State.

Hypothesis One: There is no significant relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria.
The regression analysis in Table 4 showed that critical incidents method of performance appraisal significantly predicts lecturers’ job performance (=.542, p<.001). The model explains 29.4% of the variance in lecturers job performance. Since the p-value is less than .05, the null hypothesis stating that there is no significant relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State is rejected.

Hypothesis Two: There is no significant relationship between Graphic Rating Scale method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria.
Table 5 showed that graphic rating scale method of performance appraisal significantly predicts lecturer job performance (=5.76, p<.001). The model accounts for 33.2% of variance in lecturer job performance. Thus, the null hypotheses of no significant relationship between graphic rating scale method of performance appraisal and lecturers’ performance in universities in Delta State is rejected.

Hypothesis Three: There is no significant relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria.
Table 6 revealed that essay method of performance appraisal significantly predict lecturers’ performance in universities ( = .318, p<.001), accounting for 10.1% of the variance. Since the p-value is less than .05, the null hypothesis of no significant relationship between essay method of performance appraisal and lecturers’ performance in universities in Delta State is rejected.

Table 1: Pearson Relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State (n=232)
	Variable 
	n
	Mean 
	SD
	r
	p
	Decision

	360 degree
	232
	3.11
	0.57
	
.542
	
<.001
	
Significant

	Lecturers job performance
	232
	3.09
	0.52
	
	
	


Source: Field Work, 2025

Table 2: Pearson Relationship between Graphic Rating scale method of performance appraisal and lecturers’ performance in universities in Delta State (n=232)
		
	Variable 
	n
	Mean 
	SD
	r
	p
	Decision

	Graphic rating scale
	232
	3.06
	0.63
	
.576
	
<.001
	
Significant

	Lecturers job performance
	232
	3.09
	0.52
	
	
	


Source: Field Work, 2025

Table 3: Pearson Relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State (n=232)
	Variable 
	n
	Mean 
	SD
	r
	p
	Decision

	Essay method
	232
	2.85
	0.55
	
.318
	
<.001
	
Significant

	Lecturers job performance
	232
	3.09
	0.52
	
	
	


Source: Field Work, 2025

Table 4: Regression analysis showing the relationship between Critical Incidents method of performance appraisal and lecturers’ performance in universities in Delta State (n=232)

	Model 
	Unstandardized coefficient (B)
	Std. Error
	Standardized Coefficient (Beta)
	t
	Sig
	95% confidence informed for 

	Constant 
	1.087
	0.091
	


0.542
	11.944
	.000
	0.908 -1.266


	Job performance
	0.648
	0.047
	
	13.787
	.000
	0.556 - 0.740


R2 = 29.4, F (1,371) = 189.96, p<.001
Source: Field Work, 2025



Table 5: Regression analysis showing the relationship between Graphic Rating Scale method of performance appraisal and lecturers’ performance in universities in Delta State (232)
	Model 
	Unstandardized coefficient (B)
	Std. Error
	Standardized Coefficient (Beta)
	t
	Sig
	95% confidence informed for 

	Constant 
	1.004
	0.083
	

0.576
	12.096
	.000
	0.842 – 1.166


	Job performance
	0.648
	0.047
	
	114.804
	.000
	0.590 – 0772


R2 = 323, F (1,371 = 219.07, p<.001)
Source: Field Work, 2025

Table 6: Regression analysis showing the relationship between Essay method of performance appraisal and lecturers’ performance in universities in Delta State (323)
	Model 
	Unstandardized coefficient (B)
	Std. Error
	Standardized Coefficient (Beta)
	t
	Sig
	95% confidence informed for 

	Constant 
	1.452
	0.101
	

0.318
	14.386
	.000
	1.253 – 1.651


	Job performance
	0.577
	0.076
	
	114.804
	.000
	0.590 – 0772


R2 = .101, F (1,371 = 57.65, p<.001)
Source: Field Work, 2025


4. DISCUSSION
The finding from the study based on research question one as presented in Table 1, showed a strong positive and statistically significant relationship between critical incidents method of performance appraisal and lecturers’ performance in universities in Delta State (r=.542, p<.001). This means that critical incidents method of performance appraisal is associated with lecturers’ performance in universities in Delta State. The finding corroborates that of Oshode et al (2014) who reported that critical incidents is required for a successful administration of the performance appraisal system. The finding also buttressed that of Kihama and Wainaina (2019) who found that critical incidents are easy to share positive appraisal feedback as compared to criticizing poor performance. The result of hypothesis one as presented in Table 4 showed that there is a significant relationship between the critical incidents method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria. This study corroborates with that of Oshode et al. (2014) who evaluate “the possible disparity between critical incidents and closed feedback system of performance appraisal with a view to establishing their appropriateness in guaranteeing employees’ productivity in the Nigerian banking industry. The study concluded that critical incidents is required for a successful administration of the performance appraisal system”.
[bookmark: _GoBack]Analysed data on research question two as presented in Table 2 indicated a strong positive, significant correlation which was found between graphic rating scale method of performance appraisal and lecturers’ performance in universities (r=.576, p<.001). This indicates that graphic rating scale method of performance appraisal tend to foster lecturers job performance in universities in Delta State. This finding proves that superior rating of staff quality of work help enhance productivity, appraisal based on superior rating of staff initiative that stimulates innovation enhances productivity, rating of staff on level of job knowledge that ensure commitment enhances productivity, and appraisal based on staff level of cooperation with other staff improves interpersonal relations skill that enhance productivity.
The finding supported that of Nwema and Gachunga (2014) who found that there existed a positive relationship between graphic raking scale of performance appraisal methods and employee productivity and that competently selection of appraisal method would lead to effective appraisal of the employees for the purpose of enhancing employee productivity and ultimately organizational performance. The result of hypothesis two as presented in Table 5 showed that there is a significant relationship between graphic raking scale method of performance appraisal and lecturers’ performance in universities in Delta State, Nigeria. This study supported that of Musa et al., (2024) who conducted “a study academic staff’s feedback on performance appraisal exercise and their job satisfaction in ODL institution using graphic rating scale, and recommend that critical measures need to be taken to improve the performance appraisal exercise to ensure they are both fair and transparent, fostering a more satisfied and motivated academic staffs”.
	The analysed data generated from research question three in Table 3 showed that the correlation between essay method of performance appraisal and lecturer’s performance is moderate and significant (r=.318, p<.001). This indicates that essay method of performance appraisal contributes meaningfully to a high lecturer job performance in universities in Delta State. Therefore, superior rating of staff level of absenteeism to earn promotion help lecturers to be productive, appraisal based on staff aggressiveness to follow staff/client help to improve interpersonal relationship that enhance productivity, and staff commitment to duty schedule as justification of promotion help lecturers to be productive. 
The finding agreed with that of Kukuh and Indra (2021) who conducted on “the relationship between performance appraisal and employee performance at the University of Education, Winneba”. It was revealed that essay method of performance appraisal enhances staff productivity. The finding equally identified with that of Maloba et al. (2016) who conducted a research on “the analysis of performance appraisal systems on employee job productivity in public universities. It was revealed that self- assessment was an important section in performance appraisal as it contributed to improvement in employee job productivity”. The result of hypothesis three as presented in Table 6 showed that there is a significant relationship between essay method of performance appraisal and lecturers’ performance in public universities in Delta State, Nigeria. This hypothesis corroborated with that of Olusegun and Adesola (2013) who examined “the influence of lecturers’ performance appraisal on total quality management of public universities in South-Western Nigeria using essay method of appraisal. It concluded that there is significant relationship among establishing performance standard, communicating performance standard to the lecturers, assessing lecturers by annual performance appraisal using essay method and total quality management in public universities”.
5. CONCLUSION 
	Based on the findings of the study one may conclude that significant relationship that exists between critical incidents, graphic rating scale, essay methods of performance appraisal and lecturers productivity would assure the smooth running of universities in Delta State. It may also be concluded that the level of lecturers’ productivity was high attesting to the fact that the provision of adequate reward incentive and evaluation based on a fair system of performance standard improve lecturers’ productivity. 
6. RECOMMENDATIONS
	The following recommendations were made in view of the foregoing findings and conclusion: 
1. A systematic training and retraining programme for universities management staff and all lecturers should be designed to raise the level of knowledge, when and how to apply the various methods of performance appraisal such as critical incident, graphic rating scale and essay methods to enhance lecturers’ productivity. 
2. Universities management should adopt performance appraisal methods such as graphics rating scale and essay methods that would enable effective evaluation and assessment of lecturers, as well as, provide opportunities to the management to identify lecturers training needs, performance targets and improve productivity. 
3. Universities management should adopt critical incident performance appraisal method in evaluation of lecturers as a way of influencing employee’s relationship and improved productivity.
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