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ABSTRACT 
 

This study examined the relationship between organizational recognition, performance appraisal 

systems, and effective university administration in public universities in Rivers State. The study 

adopted a correlational research design to determine the extent to which organizational practices 

influence administrative effectiveness. The population comprised all vice-chancellors, academic, 

and non-teaching staff in the three public universities in Rivers State: Ignatius Ajuru University of 

Education (986), Rivers State University (1,691), and the University of Port Harcourt (2,891), 

totaling 5,565 respondents. Using the Taro Yamane formula, a sample size of 373 participants (3 

vice-chancellors, 200 academic staff, and 170 non-teaching staff) was selected through stratified 

sampling. Data were collected using a structured questionnaire divided into two sections: 

Organizational Recognition and Performance Appraisal Questionnaire (ORPAQ) and the Effective 

Administration of Public Universities Questionnaire (EAPUQ), both rated on a four-point Likert 

scale. Instrument validity was confirmed by experts in Educational Management, while the 

Cronbach Alpha reliability coefficient of .750 indicated strong internal consistency. Data were 

analyzed using mean, standard deviation, and the Pearson Product Moment Correlation 

Coefficient at a 0.05 significance level. Findings revealed a significant positive relationship 

between organizational recognition, performance appraisal systems, and effective university 

administration. The study concluded that fostering fairness, transparency, and recognition in 

appraisal systems enhances administrative effectiveness in public universities within Rivers State. 

 

Keywords: Organizational Recognition, Performance Appraisal, Effective Administration, Public 

Universities, Rivers State. 

 

Reference to this paper should be made as follows: 

 

Uko, J. O. (2025). Assessing the relationship among organizational recognition, performance 

appraisal systems and effective university administration in Rivers State. International Journal of 

Institutional Leadership, Policy and Management, 7(4), 738-750. 

https://doi.org/10.5281/zenodo.18060826. 

------------------------------------------------------------------------------------------------------------------------------------------ -- 

Copyright © IJILPM 2025 
 

 

http://www.ijilpm.com.ng/
mailto:jairusuko24@gmail.com
https://doi.org/10.5281/zenodo.18060826


739 
 

INTRODUCTION 

 

Effective administration of universities depends on a combination of structural resources, 

governance arrangements, and human-centred human-resource practices that shape staff 

behaviour and institutional culture. Two interrelated HR practices organizational recognition and 

performance appraisal systems play a critical role in shaping employee motivation, commitment, 

and productivity, all of which influence administrative outcomes (Aguinis, 2009; Armstrong, 

2022). Organizational recognition encompasses both intrinsic forms of acknowledgement (e.g., 

praise, meaningful assignments) and extrinsic rewards (e.g., awards, promotion); when perceived 

as fair and consistent, recognition contributes to higher job satisfaction and lower turnover 

intentions among academic and non-academic staff (Armstrong, 2022; Jo et al., 2025). 

Performance appraisal systems, as part of broader performance-management frameworks, help 

clarify expectations, provide developmental feedback, and link individual performance to 

institutional goals functions that are essential to administrative coordination and accountability in 

higher education (Aguinis, 2009).  

In the Nigerian context, and specifically within public universities in Rivers State, 

universities confront pressures such as constrained funding, expanding student populations, and 

complex governance demands that intensify the need for effective administrative practices (Aina 

& Onyekwere, 2022). Evidence from studies of Nigerian higher education indicates that 

weaknesses in performance-management processes and inadequate recognition mechanisms 

frequently undermine staff morale and productivity, with knock-on effects for teaching quality, 

research output, and service delivery (Ojokuku, 2013). Empirical investigations in Nigerian 

public universities report perceptions of appraisal systems as being incomplete or unfair, for 

example, overemphasising research to the detriment of teaching and community service thereby 

reducing the legitimacy and motivational impact of appraisal outcomes (Ojokuku, 2013). Given 

these contextual constraints, examining how recognition and appraisal together influence 

administrative effectiveness is both timely and policy-relevant for Rivers State institutions.  

Theoretically, the effectiveness of appraisal and recognition practices hinges on design 

features (clarity of criteria, linkage to development/rewards), procedural fairness, and managerial 

capability to implement systems reliably (Aguinis, 2009). Armstrong (2022) highlighted that 

recognition systems work best when they are embedded in coherent HR strategies that align 

reward mechanisms with career progression and capacity building; similarly, contemporary 

performance-management scholarship stresses that appraisal must be located within ongoing 

performance conversations rather than episodic, administrative exercises (Aguinis, 2009; 

Armstrong, 2022). Recent empirical work further suggests that the positive effects of recognition 

and appraisal on staff outcomes are conditional on perceptions of fairness and transparency, 

leadership support, and institutional capacity to translate appraisal results into meaningful 

rewards or development actions (Jo et al., 2025). These mechanisms provide the analytic basis 

for expecting that improvements in recognition and appraisal can contribute to better 

administrative coordination, responsiveness, and service delivery in universities.  

Despite the theoretical rationale and growing international evidence, there is a relative 

scarcity of localized, joint assessments of organizational recognition and performance appraisal 

as predictors of administrative effectiveness in Rivers State‟s public universities. Existing Rivers 

State studies have examined institutional policy and autonomy (Aina & Onyekwere, 2022), but 

few have tested how HR practices interact to shape concrete administrative outcomes such as 

decision-making efficiency, staff productivity, and stakeholder responsiveness. This study 
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therefore seeks to fill that empirical gap by assessing the relationships among organizational 

recognition, performance appraisal systems, and effective university administration in Rivers 

State producing evidence that can inform HR reform, managerial training, and policy 

interventions aimed at strengthening governance and service delivery in the state‟s higher-

education institutions.  

 

Statement of the Problem 

 

Effective university administration relies heavily on human resource practices that promote 

motivation, accountability, and organizational commitment. However, in many Nigerian public 

universities, including those in Rivers State, the administration continues to struggle with 

inefficiencies, low staff morale, and declining productivity, despite various reforms. One key 

factor contributing to these challenges is the weak implementation of organizational recognition 

and performance appraisal systems. Recognition of staff achievements is often inconsistent, 

politicized, or based on seniority rather than merit, which discourages excellence and innovation. 

Similarly, performance appraisal processes are frequently perceived as subjective, irregular, and 

disconnected from tangible rewards or professional development opportunities. 

These deficiencies are contrary to the Nigerian National Policy on Education (FRN, 

20214) and have created an environment where employees feel undervalued and disengaged, 

reducing their motivation to contribute effectively to administrative goals. Furthermore, 

administrative leaders often lack adequate training in human resource management, leading to 

ineffective supervision and poor feedback mechanisms. While studies have examined 

performance management and motivation separately, there is a paucity of empirical research that 

explores how recognition and appraisal systems jointly influence administrative effectiveness in 

the context of Rivers State‟s public universities. Understanding this relationship is critical 

because effective administration depends not only on policies and structures but also on the 

extent to which employees are fairly recognized and appraised. This study therefore seeks to 

assess how organizational recognition and performance appraisal systems interact to influence 

the effectiveness of university administration in Rivers State. 

 

Aim and Objectives of the Study 

 

The aim of this study is to assess the relationship among organizational recognition, performance 

appraisal systems, and effective university administration in Rivers State. Specifically, the study 

sought to:  

 

 Determine the relationship between organizational recognition and effective 

administration of public universities in Rivers State. 

 Evaluate the relationship between organizational performance appraisal and effective 

administration of public- universities in Rivers State. 

 

Research Questions 

 

The following research questions were formulated to guide the study: 
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 What is the relationship‟ between the organizational recognitions and effective 

administration of public Universities in Rivers State? 

 What is the relationship between organizational performances appraisal and effective 

administration of public universities in Rivers State? 

 

Hypotheses  

 

The following hypotheses postulated guide the direction of the study at 0.05 levels of 

significance: 

 

 There is no significant relationship between organizational recognition and effective 

administration of public- universities in Rivers State. 

 There is no significant relationship between organizational performances appraisal and 

effective administration of public universities in Rivers State. 

 

CONCEPTUALIZATION 

 

Equity Theory of Motivation (Adams, 1965) 

 

The Equity Theory of Motivation, developed by J. Stacy Adams in 1965, is one of the most 

influential frameworks for understanding fairness and justice in organizational behaviour and 

human resource management. The theory posits that employees are motivated by their 

perceptions of fairness in social exchanges with their employers. According to Adams, 

individuals evaluate the ratio between their inputs (such as effort, experience, education, and 

loyalty) and the outcomes they receive (such as pay, recognition, promotion, and benefits), and 

compare this ratio to that of others performing similar roles within or outside the organization 

(Adams, 1965). When individuals perceive equity, they experience satisfaction and are likely to 

maintain or even increase their level of performance. However, when they perceive inequity, 

either under-reward or over-reward. They experience tension, which they attempt to reduce 

through behavioural or cognitive adjustments (Aguinis, 2009; Armstrong, 2022). 

Equity Theory is grounded in the broader concept of social exchange theory, which views 

the employment relationship as a reciprocal exchange process where both employer and 

employee expect fair treatment (Blau, 1964). In this sense, motivation is not determined solely 

by tangible rewards but also by perceptions of justice, respect, and acknowledgment within the 

workplace. Adams‟ theory emphasizes the psychological contract the implicit understanding 

between employees and employers about fairness and reciprocity. When organizations fail to 

meet employees‟ expectations of fairness in recognition and performance appraisal, employees 

may withdraw effort, resist administrative directives, or develop negative attitudes toward 

management (Adams, 1965; Colquitt et al., 2013). 

A core component of Equity Theory is the comparison process. Employees compare their 

input–output ratios to those of relevant others colleagues, peers in similar roles, or even 

individuals in different organizations. For instance, an academic staff member in a public 

university in Rivers State may assess whether the recognition, promotion, or performance 

appraisal received is comparable to that of colleagues with similar qualifications and workload. 

If disparities exist without justification, the employee perceives inequity, which can lead to 

dissatisfaction and decreased administrative cooperation (Aina & Onyekwere, 2022; Ojokuku, 
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2013). Consequently, perceptions of fairness play a critical role in shaping staff attitudes, 

productivity, and institutional effectiveness. 

In the context of organizational recognition and performance appraisal systems, Equity 

Theory provides a robust explanatory framework. Recognition programs, awards, or 

commendations represent organizational efforts to acknowledge employee contributions. 

However, when such recognition is distributed unevenly or based on non-meritocratic criteria 

such as favoritism or political considerations employees perceive inequity. Similarly, 

performance appraisal systems are designed to measure and reward employee performance 

objectively. Yet, when appraisal processes are inconsistent, opaque, or biased, they undermine 

trust in management and diminish motivation (Aguinis, 2009; Armstrong, 2022). Therefore, both 

recognition and appraisal are critical mechanisms through which perceptions of fairness are 

reinforced or eroded within the university administrative structure. 

For public universities in Rivers State, where administrative efficiency and employee 

morale are often challenged by resource constraints, bureaucratic bottlenecks, and politicization, 

the Equity Theory provides an insightful lens for understanding organizational behaviour. Many 

university employees in Nigeria report dissatisfaction with promotion procedures, recognition 

practices, and performance evaluations (Ojokuku, 2013). When employees believe that their 

efforts are not adequately recognized or rewarded, they may engage in withdrawal behaviours 

such as lateness, absenteeism, or minimal compliance all of which undermine effective 

administration. Conversely, when recognition and appraisal systems are transparent and 

equitable, they foster organizational trust, enhance morale, and improve administrative 

performance (Armstrong, 2022; Jo et al., 2025). 

The practical application of Equity Theory in university administration emphasizes the 

importance of procedural and distributive justice. Procedural justice refers to fairness in the 

processes that determine outcomes, such as how performance appraisals are conducted and who 

decides promotions. Distributive justice refers to fairness in the allocation of rewards and 

recognition. Ensuring both forms of justice helps create an environment where employees feel 

valued and fairly treated, promoting commitment to institutional goals (Colquitt et al., 2013). 

Administrators in public universities can therefore use the principles of Equity Theory to design 

fair recognition schemes, develop transparent performance appraisal systems, and ensure that 

evaluation criteria are objective and merit-based. 

Moreover, Equity Theory suggests that when inequities are perceived, management must 

act quickly to restore balance. This may involve communicating the rationale behind decisions, 

revising appraisal criteria, or offering compensatory recognition to underappreciated staff. In 

higher education contexts, where performance is multidimensional, spanning teaching, research, 

and service fairness in appraisal becomes especially important. When institutional leaders align 

recognition and appraisal practices with Equity Theory principles, universities can improve 

employee motivation, cooperation, and overall administrative effectiveness (Aina & Onyekewre, 

2022). 

Thus, the Equity Theory of Motivation provides a powerful framework for understanding 

how perceptions of fairness influence employee motivation and organizational performance. 

Within public universities in Rivers State, it offers a theoretical basis for examining how 

equitable recognition and fair performance appraisal systems contribute to effective 

administration. Fairness and justice are not only ethical imperatives but strategic levers for 

enhancing staff engagement, trust, and institutional productivity. The theory therefore 
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underscores the need for transparent, consistent, and merit-driven HR practices as foundations 

for achieving administrative excellence in higher education. 

 

Organizational Recognition and Effective Administration of Public Universities 
 

Recognition simply refers to the action of recognizing or the state of being recognized. In the 

academic setting, it is the formal acknowledgement of staff or employee in the school or the way 

of identifying and reward staff for outstanding contributions to the universities to realize the 

predetermined goals and objectives.  

Recognition aims at providing staff with an opportunity to recognize and learn from 

outstanding co-workers. For effective administration of universities factors such as 

accommodating salaries and allowances, security and social needs are to be fairly met. Salaries 

and allowance should be paid as and when due. Accommodation such as office spaces, staff 

common room should be provided. Staff in a particular school should be encouraged to live in 

harmony of love and mutual trust. The school environment should be made free from tension and 

antagonism. The school administrator should strive to maintain a cohesive work group where 

fairness and equity prevail. The staff with special or outstanding contributions or performance 

should not only be recognized with the word of mouth but be rewarded. The awards should be 

instantly made and the type of jobs given to each staff should be interesting, challenging and 

meaningful, in order to challenge the utilization of the individual staff‟s ability (Ololube et al., 

2018; Ololube, 2024).  

As earlier stated, the effective administration of the universities depends on the 

universities leaders or administrators with positive values who sees participative leadership as 

important by involving staff in some administrative processes like decision-making in schools. 

This will increase the individual‟s sense of responsibility thereby boosting his ego and 

personality. Performance standard has to be clearly stipulated by the administrator against which 

promotions, increase in salaries and the satisfaction of cherished needs have to be made 

contingent upon. Vice chancellors should allow staffs both academic and non-teaching access to 

their appraisals and they should be given opportunity to contribute towards them and vice 

chancellor should as well avoid such threats that would dampen the motivation of staff 

disciplinary cases such as suspension with or without pay, termination and outright dismissals 

should follow administrative procedures to give victims opportunity to defend themselves since 

every employees values job security. 

For efficiency and effectiveness in the administration of universities, the schools leaders 

or the administrators should as well consider the social needs of the staff by making deliberate 

attempts to carry every staff along in school activities. Such unnecessary discriminations based 

on sex, age, ethnicity, tribe, and religions should be de-emphasized. Everybody should be seen as 

member of a larger farming staff should be encouraged to show love and acceptance to one 

another and esprit de-corps should be seen to manifest. Such get togetherness like welcome 

parties, and end of year parties and their likes should be encouraged. Udoh (2004) stated that 

“the best and surest way to command the respect of the inferiors is not by blustering and 

threatening, but by holiness and love and a constant regard to their welfare and to God‟s will and 

honor”. 

According to Bush (2003), recognition in universities is of paramount important in the 

effective administration of universities because once the staffs are recognized in the school their 

ego or esteem needs can be accomplished through delegation of duties to them by the 
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universities leaders or administrators and by so doing, the staffs ability is not only tested but his 

underlying skills and talents are also discovered and their participation in decision-making 

process in the school enable them to identify fully with the policies and decision of the school 

which in turn create spirit of belongings and encouraged them to work harder for the realization 

of school goals and objectives.    

 

Performance Appraisal and Effective Administration of Universities  
 

Performance appraisal is an important personnel activity designed to bring about the desired 

effect on the employee. It can be seen as the step by step judgment of the performance of the 

staff and the identification of staff strength and weakness for further growth and development. It 

also means the systematic process in which staff of a particular organization are evaluated and 

given feedback on their performance and further reward and promotion. Psychologists showed 

that frequency of analysis on performance is very effective in employee motivation and closer is 

it to the actual job performance, the more effective.  One of the basic aims of performance 

appraisal system is to monitor staff performance, boost staff motivation that will in turn improve 

company morale and is a useful tool for understanding and assessing employee skill and 

potentials. 

The effectiveness of an appraisal system in universities is determined by the performance 

standard set by the universities leaders or the administrators which must be in accordance with 

the established individual job description that is tied to organizational goals and objectives. 

These standards should be a written document which will make it legally binding and objective. 

Failure to align performance standards with organizational goals and objectives leads to 

misunderstandings, poor morale, and lack of job satisfaction, ineffectiveness, and confusion 

(Grossi, 2012). For effective administration of universities in Nigeria, it is very important that 

school administrator makes it as the duties that every university lecturer to receives a written 

performance appraisal annually which provides a feedback on performance and justifies 

personnel decision such as promotion and compensation continuity with the system, termination 

or warning (Okafor, 2018). 

According to Smith (2011), the criteria for measuring the performance of the education 

process can be divided into three groups; teaching, research and service; teaching which the 

primary assignment of the academic is includes not only what is taught but also how it was 

taught. In appraising the staff the emphasis of the administrators should not be place more on 

publication and paper presentation at conferences than on effective teaching which is the 

beginning of academic excellence.  

 

METHODOLOGY  
 

This study adopted a correlational research design. The purpose of this design was to examine 

the nature and degree of the relationship between organizational recognition and performance 

appraisal systems and the effective administration of public universities in Rivers State. The 

correlational approach was considered appropriate because it enables the researcher to determine 

the extent to which variations in one variable are associated with variations in another without 

manipulating the variables involved. 

The population of the study comprised all vice-chancellors, as well as academic and non-

teaching staff from the three public universities in Rivers State. These institutions include 
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Ignatius Ajuru University of Education (986 staff), Rivers State University (1,691 staff), and the 

University of Port Harcourt (2,891 staff). Thus, the total population consisted of 3 vice-

chancellors and 5,565 academic and non-teaching staff drawn from the three universities. 

A total of 373 respondents were selected as the sample size for the study, representing 

6.7% of the total population. This sample included 3 vice-chancellors, 200 academic staff, and 

170 non-teaching staff, stratified according to the institutional locations of the three universities. 

The sample size was determined using the Taro Yamane formula for sample size determination, 

ensuring adequate representation across the selected universities. 

The instrument used for data collection was a structured questionnaire divided into two 

sections. Section „A‟ measured organizational culture, titled the Organizational Recognition and 

Performance Appraisal Questionnaire (ORPAQ), while Section .B. measured effective 

administration, titled the Effective Administration of Public Universities Questionnaire 

(EAPUQ). The instrument employed a four-point Likert rating scale of: 

 

 Strongly Agree (SA)-4 

 Agree (A)-3 

 Disagree (D)-2 

 Strongly Disagree (SD)-1 

 

Items with a criterion mean score of 2.50 and above were accepted, whereas items below 2.50 

were rejected. 

To ensure validity, the draft questionnaire was submitted to three experts in the 

Department of Educational Management, Ignatius Ajuru University of Education, for review and 

validation. Their comments, corrections, and suggestions were incorporated into the final version 

of the instrument to guarantee that it measured what it was intended to measure. The reliability 

of the instrument was determined using the test-retest method. The questionnaire was 

administered twice to two groups of professionals from public tertiary institutions not included in 

the main study, with a two-week interval between administrations. The data obtained were 

analyzed using Cronbach‟s Alpha, which yielded a reliability coefficient of .750, indicating 

acceptable internal consistency. 

The researcher personally administered the questionnaires to heads of departments and 

other staff members in the selected universities, assisted by two trained research aides to ensure 

effective distribution and retrieval. Data collected were analyzed using both descriptive and 

inferential statistics. Mean and standard deviation were used to answer the research questions, 

while the Pearson Product-Moment Correlation Coefficient (PPMCC) was used to test the null 

hypotheses at the .05 level of significance. All statistical analyses were conducted using the 

Statistical Package for the Social Sciences (SPSS) version 28. 

 

RESULTS 

 

Research Question 1: What is the relationship between the organizational recognitions and 

effective administration of public Universities in Rivers State? 
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Table 1: Respondents Answer to the relationship between the organizational recognitions and 

effective administration of public Universities in Rivers State 

 

S/N  Items  N Mean SD Remarks 

1. We pay workers salaries as and when due 373 3.5925 .49203 Agree 

2. The school create comfortable office for all staff 373 3.3566 .62126 Agree 

3. Staff participate in decision-making of the school 373 3.8579 .34961 Agree 

4. We reward staff with outstanding contribution to school  373 3.7078 .45540 Agree 

5. Social needs of staff are always considered  373 3.5603 .49701 Agree 

 Grand Mean  3.6150 .48306 Agree  

 

Table 1 shows the data representation and analysis for the relationship between the 

organizational recognitions and the effective administration of public universities in Rivers State. 

Respondents agreed in all the items in research question one that organizational recognitions is 

related to the effective administration of public universities in Rivers State. Respondents strongly 

agreed that salaries are paid as and when due, the school creates comfortable office for all staff, 

staff participate in decision-making of the school, staff with outstanding contribution to the 

school are rewarded and social needs of staff are always considered.  This is seen in the grand 

mean of 3.6150 greater than 2.5 criterion mean. 

 

Research Question 2: What is the relationship between organizational performances appraisal 

and effective administration of public universities in Rivers State? 

 

Table 2: Respondents Answer to the relationship between organizational performances appraisal 

and effective administration of public universities in Rivers State 

 

Table 2 shows the data representation and analysis for the relationship between the 

organizational performances appraisal and the effective administration of public universities in 

Rivers State. Respondents strongly agreed in all the items in research question two that 

organizational performances appraisal culture is related to the effective administration of public 

universities in Rivers State. Respondents agreed that Staff are evaluated and promoted as and 

when due, training and re-training are undergone annually, school leaders motivate staff, Self-

appraisal, reward and compensation for hard work is maintain and Staff development is 

encouraged in the school when necessary.  This is seen in the grand mean of 3.5495 greater than 

2.5 criterion mean. 

 

 

 

 

S/N  Items  N Mean SD. Remarks 

26. Staff are evaluated and promoted as and when due  373 3.3539 .50077 Agree 

27. We undergo training and re-training annually  373 3.5924 .49203 Agree 

28. We are motivated by the school leaders 373 3.6327 .48271 Agree 

29. Self-appraisal, reward and compensation for hard work is 

maintain. 

373 3.5013 .50067 Agree 

30. Staff development is encouraged in the school when 

necessary. 

373 3.6676 .47172 Agree 

 Grand Mean  3.5495 .48948 Agree  
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Testing of Hypotheses 

 

Ho1. There is no significant relationship between organizational recognition and effective 

administration of public universities in Rivers State. 

 

Table 3: Pearson Product Moment Correlation Coefficient Analysis for the relationship between 

organizational recognition and effective administration of public universities in Rivers State 

  
 Organizational Recognition Effective Administration 

Organizational 

Recognition 

Pearson Correlation 1 .935
**

 

Sig. (2-tailed)  .000 

N 373 373 

Effective 

Administration 

Pearson Correlation .935
**

 1 

Sig. (2-tailed) .000  

N 373 373 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Table 3 revealed the results of correlation, where correlation value r = .935, p < 0.000, indicating 

a significant relationship between organizational recognition and effective administration of 

public universities in Rivers State. Thus, the hypothesis one was rejected.  

 

Ho2. There is no significant relationship between organizational performances appraisal culture 

and effective administration of public universities in Rivers State. 

 

Table 4: Pearson Product Moment Correlation Coefficient Analysis for the relationship between 

organizational performances appraisal and effective administration of public universities in 

Rivers State 

 
 Performances Appraisal Effective Administration 

Performances 

Appraisal 

Pearson Correlation 1 -.121
*
 

Sig. (2-tailed)  .019 

N 373 373 

Effective 

Administration 

Pearson Correlation -.121
*
 1 

Sig. (2-tailed) .019  

N 373 373 

*. Correlation is significant at the 0.05 level (2-tailed).  

 

Table 4 revealed the results of correlation, where correlation value r = -.121, p < 0.019, 

indicating a significant relationship between organizational performances appraisal and effective 

administration of public universities in Rivers State. Thus, the hypothesis two was rejected.  

 

DISCUSSION OF FINDINGS 
 

Recognition and Effective Administration of Public Universities 
 

Hypothesis one stated that “There is no significant relationship between organizational 

recognition and effective administration of public universities in Rivers State”, the Pearson 

correlation results where correlation value r = .935, p < 0.000, revealed that there is a significant 
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relationship between organizational recognition and the effective administration of public 

universities in Rivers State. Thus, the null hypothesis three was rejected. This finding is in line 

with Ololube et al. (2018) and Udoh (2004), who stated that the best and surest way to command 

the respect of the inferiors is not by blustering and threatening, but by holiness and love and a 

constant regard to their welfare and to God‟s will and honor. Recognition in universities is of 

paramount important in the effective administration of universities because once the staffs are 

recognized in the school their ego or esteem needs can be accomplished through delegation of 

duties to them by the universities leaders or administrators and by so doing, the staffs ability is 

not only tested but his latent skills and talents are also discovered and their participation in 

decision-making process in the school enable them to identify fully with the policies and 

decision of the school which in turn create spirit of belongings and encouraged them to work 

harder for the realization of school goals and objectives.     

 

Performances Appraisal and Effective Administration of Public Universities 
 

Hypothesis two stated that “There is no significant relationship between organizational 

performances appraisal and effective administration of public universities in Rivers State”, the 

Pearson correlation results where correlation value r = -.121, p < 0.019, revealed that there is a 

significant relationship between organizational performances appraisal and the effective 

administration of public universities in Rivers State. Thus, the null hypothesis three was rejected. 

This finding is in sync with Grossi (2012) who puts it clear that failure to align performance 

standards with organizational goals and objectives leads to misunderstandings, poor morale, and 

lack of job satisfaction, ineffectiveness, and confusion. The basic aim of performance appraisal 

system is to monitor staff performance, boost staff motivation that will in turn improve company 

morale and is a useful tool for understanding and assessing employee skill and potentials. Also, 

in support of the findings, Okafor (2005) pined that for effective administration of universities in 

Nigeria, it is very important that school administrator makes it as a duties that every university 

lecturer receives a written performance appraisal annually which provides a feedback on 

performance and justifies personnel decision such as promotion and compensation continuity 

with the system, termination or warning. 

 

CONCLUSION  

 

The effectiveness of university administration depends significantly on the fairness and 

efficiency of human resource management practices, particularly organizational recognition and 

performance appraisal systems. Drawing on Adams‟ (1965) Equity Theory of Motivation, this 

study emphasizes that employees‟ perceptions of fairness in recognition and evaluation processes 

directly influence their motivation, commitment, and overall contribution to institutional goals. 

When staff members perceive that their efforts are valued and equitably rewarded, they are more 

likely to exhibit positive attitudes and higher productivity, which enhance administrative 

efficiency and organizational cohesion. Conversely, inconsistent or biased appraisal and 

recognition practices generate feelings of inequity, leading to dissatisfaction, low morale, and 

reduced administrative performance. 

In the context of public universities in Rivers State, where challenges such as 

bureaucratic rigidity, inadequate resources, and politicization persist, the equitable 

implementation of recognition and appraisal systems is critical. Promoting transparent 
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performance evaluation, objective reward criteria, and participatory administrative practices can 

promote a culture of trust, fairness, and accountability. The study therefore concludes that 

strengthening organizational recognition and improving performance appraisal mechanisms are 

essential strategies for enhancing effective university administration. Aligning HR policies with 

the principles of fairness and meritocracy, universities in Rivers State can build a motivated 

workforce capable of driving excellence in teaching, research, and institutional governance. 

 

Recommendations 

 

Based the findings from this study, the following two recommendations are made: 

 

 University management in Rivers State should institutionalize fair, transparent, and 

merit-based performance appraisal systems that recognize both academic and non-

teaching staff contributions. Clear criteria, regular feedback, and participatory evaluation 

processes should be emphasized to ensure that all staff perceive the system as equitable 

and motivating. 

 Public universities should develop structured recognition and reward programs that 

acknowledge staff achievements in teaching, research, and service delivery. Such 

initiatives should range from commendation letters to promotion incentives will promote 

a culture of appreciation, enhance employee morale, and ultimately improve 

administrative efficiency and institutional performance. 
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