THE IMPACT OF TEAMWORK ON ORGANIZATIONAL PRODUCTIVITY

ABSTRACT
The extended Study reviews the impact of teamwork on organizational productivity using the Nigerian Postal Service (NIPOST) as the case study. Data analysis were taken and the study concludes that team work is critical in the functioning of an organisation and reasons for employee working as a team at NIPOST Nigeria are; to reduce on the costs, to encourage efficiency and effectiveness, to promote productivity, to act as advertising, for easy communication and to reduce on employee’s mistakes.

The study in making had to establish the influence of employee team work on the profit level. The study concludes that team work has a high influence on profit levels given the fact that all of respondents signed against it, also it is summed that the kind of influence is positive according to majority of them, this is exhibited further in the trend of sales performance where the study concluded that the sales performance was increasing.

The study also makes a conclusion that there is a strong relationship between team work and performance of Nipost and that the kind of relationship is a positive one that translates to increased performance.

The study deduces further that Nipost has numerous challenges as acknowledged by majority of respondents and the overriding ones are; labour turnover, competition, high transport cost, and inflation. 
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CHAPTER ONE 

INTRODUCTION

1.1 Background of the study

Teamwork is usually an integral part of the work place. Basic teamwork involves everyone working together to support the organization and complex forms of teamwork could involve “work teams” chosen to complete a project by working closely. teamwork enhances productivity through joint and collective effort.  Allowing team members to bring their specific education and training to a project or a work task, which maximizes the variety of work the team can accomplish as well as the number of tasks completed without additional research. It is true that more minds can sometimes work better than a single one (Okoh, 2006).

Teamwork is the actions of individuals, brought together for a common purpose or goal, which subordinate the needs of the individual to the need of the group. In essence, each person on the team put aside his or her individual needs to work towards organizational objectives. The interaction among the members and the work they complete is called teamwork.  Effective teamwork is essential to the success of any business. As “no man is an island”, the positive effects of productive teamwork can energize an entire organization, just as the negative effect of a lack of team work can cripple an organization.

In this world of increased competition, leaders recognize the importance of teamwork more than ever before. Teams can expand the output of individuals through collaboration. Employees who are working in teams become the standard for the organization (Alie, Beam & Carey, 1998). It is the mean of improving man-power utilization and potentially raising performance of individual. With a support from upper level management, an employee works confidently in team and increases productivity of the organization. Nowadays, in the new business world, managers are assigning more team projects to employees with opportunities to strengthen their knowledge and develop their skills (Hartenian, 2003).

Teamwork has been around the world for as long as anyone can remember and there can be few organizations that have not used the team in one sense or another. It is common to hear of management teams, production teams, service team or even whole organizations being referred to as teams that is, many organization today are moving towards “team based” approach to work, this means that working in teams is the basic method used to get work done in these organizations. As a result, employers stress the importance of employees working as a team and advertise for staff with the ability to work in such a way (Richard, 1991). 

McShone (2005) said that teams are replacing individuals as the basic building blocks of organization - French language television programs has shifted to team-based projects and giving more recognition to teams than to individuals. Companies are not just looking for technical ability but looking for people who can work on teams and solve problems. According to Steiner (2003) teams and teamwork are not novel concepts; teams and team thinking have been around for years at companies such as Procter and Gamble; and Botany. In the 1980s the manufacturing and auto industries embraced a new team-oriented approach when United States firms retooled to combat Japanese competitor who were quickly gaining market share. Brown et al (2004) examined that managers discovered the large body of research indicating that teams can be more than the tradition corporate structure for making decisions quickly and efficiently. He further said that teams needed for the restructuring and reengineering processes of the future giving instances that simple changes like encouraging input and feedbacks from workers on the line make dramatic improvements.
Both profit and non-profit making organizations are finding teamwork very important in their operations and especially in employee performance and the overall performance of the organizations. Many organizations that have established the culture of teamwork do operate with high quality, speed and are more economical in their operations. According to Aichouni (2005), man is unable to live on his efforts alone and he therefore requires the help of a fellow man. Consequently, teamwork in many organizations is as important as the mutual interactions of man. A secure and friendly work environment is not a condition within itself for forming progressive teamwork. Politeness and respect are the first conditions for successful advancement of the team. However, they do not characterize teamwork (Romig, 1996). The important values of teamwork are communication, conflict resolution, and cooperation among employees. 

Teamwork is the concept of people working together cooperatively, as in sales team, sports team etc. It has also become so valued that many large corporations have developed specific tests to measure potential employee’s teamwork ability. Hence, it has become important goal in most work places, the belief is that teamwork gives employees a sense of ownership and encourages cooperation (Adeleke, 2008). According to Jenner, Foote and Zhao (2010), several people have defined teamwork differently. However, though the views slightly differ, the organization of work using teamwork can be defined as a wide range of possibilities such as quality work, cross-functional teams, self-managing teams, or virtual teams. Many employers usually provide autonomy together with teamwork. A distinctive feature of teamwork is the successive work actions to assemble different parts of the product. In places where the aim is to improve the process of production, teamwork is more of complexity, increase in communication and integrative work. However, for the purposes of this study, a team was used to mean Group(s) of employees who have at least some collective tasks and where the team members are authorized to regulate mutually the execution of these collective tasks’ (Critchley, Edwards & Fallon, 2007).

Employee team development in United States organizations is often viewed as a series of stages. Although all the attributes and skills needed for an ideal working relationship are important at every stage, some become more crucial as the team develops and staff members increase their level of involvement (Aydin & Ceylan, 2009). At a minimum, it's important for individual staff members to realize the benefits of teamwork in organizations and to have a commitment toward working together. With a positive attitude toward team efforts, and with increased opportunity and time to practice teamwork skills, staff members can develop as an effective working team, and consequently have greater impact upon clientele problems (Nguyen, 2003).  

Czaplewski, (2003), employee teamwork involves the collection of individuals who are independent in the tasks and who share responsibility for the outcome. Teams enable employees in organization to co-operate, enhance individual skills and provide constructive feedback without conflict between individual. Therefore, teamwork is an important factor for smooth functioning of an organization. Czaplewski   added that most organizations activities are becoming complex due to advancement in technology therefore teamwork is a major focus of many organizations that can maintain the performance in such organizations.  Performance is a measure of the results achieved. Performance efficiency is the ratio between effort expended and results achieved. The difference between current performance and the theoretical performance limit is the performance improvement zone. Performance assumes an actor of some kind but the actor could be an individual person or a group of people acting in concert. The performance platform is the infrastructure or devices used in the performance act (Aydin & Ceylan, 2009). An essential ingredient to effective teamwork is attracting and keeping the right team members that would facilitate productivity in an organization. As such most human resource approaches lay so much emphasis on teamwork due to its importance to organizational productivity. Hence there is need to conduct this study on the impact of teamwork on organizational productivity.

1.2 Statement of the Problem 

According to Aydin & Ceylan (2009), the benefits of teamwork are obvious to any manager. Work gets done faster, employees are easier to manage and where safety matters, everyone is usually safer. However, the benefits of teamwork for the employees are often more abstract and difficult to distinguish. This doesn't make them any less important or meaningful, however.

At Nipost, employee teamwork is considered crucial in doing the organization’s work as field marketers even move as a team with the view of passing clear message to the public about the company products. This have however been puzzling the researcher whether employee teamwork is associated with performance of the same organization in question. The study will therefore examine the impact of employee teamwork and performance of NIPOST.

1.3 Aim and Objectives of the Study

The aim of this study is to examine the impact of teamwork on organizational productivity. The specific objectives are;

To identify the benefits of employee teamwork.

To assess the relationship between employee teamwork and productivity.

To identify the sources militating against teamwork in workplace

Research questions

What are the benefits of employee teamwork at Nipost

Is there a relationship between employee teamwork and performance of Nipost?

What are the factors affecting employee performance in Nipost?

1.5 Significance of the Study

The study would be beneficial to corporate organization as it would enhance policy formulation as regard teamwork in workplace. The study would also be beneficial to the general public, as it will educate them on the impact of teamwork on organizational productivity. The Study will also contribute to the existing knowledge on organizational teamwork. The study will be a useful material to incoming students who may wish to use this study as a reference material to undertake their own extended Study.

The findings of this research would add on the existing literature that would help other interested researchers to formulate related research questions on related issues employee teamwork and organizations performance especially Nipost.

It was also hoped that, this research would provide data that may assist organizations planners, policy makers and implementers in Postal companies in order to come out with proper decisions and policies based on reliable data about employee teamwork and organizations performance especially Nipost in any business environment. 

1.6 Scope and Limitations of the study

The study will cover an extended Study on the impact of teamwork on organizational productivity. The Study reviews opinions of authority on the concept of teamwork in workplace as well as the key factors influencing team effectiveness and factors militating against teamwork in workplace.

This work was constrained by time and natural resources.

CHAPTER TWO

LITERATURE REVIEW

2.1
Introduction 

This chapter review relevant literature on the impact of teamwork on organizational productivity. To this end, extract shall be made of opinions of authorities as well as concept, theories and factual statements on the subject matter in line with the objective of the study.

2.2
Concept of Teamwork

Teamwork involves everyone working together to support the organization to achieve its set goals and objectives. Teamwork is usually an integral part of the workplace that facilitates synergy and joint effort (Paula, 2007).

Similarly Adoga (2009) Opined that teamwork is the action of individuals, brought together for a common purpose or goal, which subordinate the needs of the individual to the needs of the groups. In essence, each person on the team put aside his or her individual needs to work toward the larger group objective. The interactions among the members and the work they complete is called teamwork.

However, Oko, (2007) defines teamwork as cooperation between those who are working on a task. Commonly teamwork is understood as cooperation and willingness to work together. This implies that teamwork is the ability to work together toward a common vision. The ability to direct individual accomplishments towards organizational objectives. He further opined that teamwork represents a set of value that encourage behaviours such as listening and constructively responding to points of view expressed by others, giving others the benefit of the doubts, providing support to those who need it, and recognizing the interests and achievements of others. Teamwork is thus the ability to work together toward a common goal and the cooperative or coordinated effort of workers to achieve organizational goal.

Nevertheless, Rasana (2010) opined that a team is a collection of individuals who get together or are assigned to achieve a common goal. In this case, teamwork simply means the process through which they could achieve the expressed common goal. Teamwork is the collective effort of employees to accomplish their work in order to attain organizational goal. Team work is indeed an integral part of an organization that facilitates collective action and synergy in goal attainment.

2.3 The Impact of Teamwork on Employees Productivity

Teamwork can increase productivity because every team member brings their specific education and training to   accomplishing the work task assign to them. This often maximizes the variety of work the team can accomplish as well as the number of tasks completed without additional research. it’s true that more minds can sometimes work better than a single one for example, in a still mind industry, workers operate 24 hours a day, giving them to time to increase yield. But with teamwork, the  result was higher productivity for the work team. This is so because the teams worked together brainstorming effective management plans. with a high performing team an organization can achieve something much bigger, more effectively and more enjoyable than a group of the same individuals working on their own. It like free extract project (Johanna, 2009).

However, Kerber (2008) opinion that effective teamwork is essential to the success of any business. As “No man is an island”, the positive effect of productive teamwork can energize an entire organization, just as the negative effects of a lack team work can cripple an organization. There are many benefits of using teams due to the increased number of options and resources they provide. The flexibility, responsiveness, lower costs, and improved resource utilization necessary to meet ever-changing task requirements in high turbulent and moreover, the use of team provides an opportunity to coordinate complex businesses tasks across a potentially far-flung confederation of organization. This allows companies to better communicate and coordinate even though sometime teams are constraint with their own problem that tend to bring conflict among them.

Similarly Lider (200() observed that a teamwork facilitate the pooling of talents to provide focused attention to the attainment of organizational goal. In this regard teamwork allows organization to bring together critical contributors who might not otherwise be able to work together. This allows workers to in harmony which increases the pace of work and result in high yield in quality production and consequently increases the organizational productivity.

However, Hayworth (2010) opined that team work allow organizations to unite the varying perspectives of different cultures and business customs to avoid counter-productive ethno-centric. 

It’s true that more minds can sometimes work better than a ingle one for example, in a steel mill industry, workers operate 24 hours a day, giving them no time to increase yield. But with teamwork, the result was higher productivity for the work team. This is so because the teams worked together brainstorming effective management plans with a high performing team an organization can achieve something much bigger, more effectively and more enjoyable than a group of the same individuals working on their own. It like free extract profit (Johana, 2009)

However, Kerber (2008) opined that effective teamwork is essential to the success of any business. As “no man is an island”, the positive effect of productive teamwork can energize an entire organization just as the negative effects of a lack team work can cripple an organization. There are many benefits of using teams due to the increased number of options and resources they provide. The flexibility, responsiveness, lower costs and improved resource utilization necessary to meet ever-changing task requirements in high turbulent and dynamic global business environments moreover, the use of team provides an opportunity to coordinate complex business tasks across a potentially far-flung confederation of organization. This allows companies to better communicate and coordinate even through sometime team are constrain with their own problem that tend to bring conflict among them.

Similarly, Lider (2009) observed that a teamwork facilitate the pooling of talent to provide focused attention to the attainment of organization goal. In this regard teamwork allows organization to bring together critical contributors who might not otherwise be able to work together. This allows workers to in harmony which increases the pace of work and result in high yield in quality production and consequently increases the organizational productivity.

However, Kayworth (2010) opined that team work allow organizations to unity the varying perspectives of different cultures and business customs to avoid counter-productive ethno-centric bias but rather encourage “groupthink” and to develop innovative solution to problems. In additions, the ability to respond to the specific and varied needs of an organization can be addressed quickly and effectively with teamwork. He further opined that teamwork improve resources utilization by leveraging time to the advantage of organization which effectively bridge individual differences so that teams can be more productive.

It has been proven through the studies of Usunier (2007) that teamwork facilitates diversity and “groupthink” and allows a team to make better and more creative decision. Team members from different background automatically bring diversity to the group. As such effective ideas from one can be adapted successfully for others. This enhances productivity in no small ways.

According to   Hawthorne(2008)      teamwork enhance productivity through the ability of a team to work together to increase the speed of work. Team work is usually an integral part of the workplace. Basic teamwork involves everyone working together to support the organization and complex forms of teamwork could involve 

“work-teams”  chosen to complete a project by working closely. There are two side to the debate over teamwork’s effect on productivity. Some theorize that it help productivity. Others think it hinder productivity. Both philosophies have backing evidence.

The “Hawthorne effect” describes the phenomenon in which people act differently when they know they are being observed. The “Hawthorne effect” is name for a set of studies conducted in 1989 at the western electric company’s Hawthorne works in Cicero Illinois. The Hawthorne studies were meant to observe worker behavior under various conditions. The results of the studies showed that workers performed better under all conditions. Simply because they are being observed and were expected to report. Teamwork leverages the Hawthorne effect because team members are observed by each other and are expected to report to the team this issues could negate the productivity gain by the Hawthorne effect.

But however, teamwork increases productivity by allowing every team members to bring their specific education and training to a project which often maximizes the variety of work the team can accomplish as well as the number of tasks completed without additional research. It is true that more minds can sometimes work better than a single one. Take the recent development in a steel mill industry as an example. Many mills operate 24 hours a day. Giving them no time to increase yield. Recently, steel mills have been increasing productivity by creating teams who work together on both simple and complex task. The result is higher productivity for both the work team and for other employees because the teams worked together brainstorming effective management plans.

Furthermore, Kayworth (2000) opined that the use of teams provides an opportunity to coordinate complex business task that will be difficult for individual worker. This allows the organization to better communicate and coordinate their operations. This makes organization to be more responsive tot heir customer through diversity, teams may allow organizations to unify the varying perspectives of different cultures and business customs to avoid counter productivity.

Teamwork also help organization to lower their labour and overhead cost. There are pools of inexpensive, highly skilled labour force who come together to form a team. This is an appealing option to many organizations looking to reduce overall project and maintenance costs.

Teamwork also helps in improving resources utilization by leveraging time to the advantage of the organization performing work asynchronously helps organizations to effectively bridge individual differences, so that team can be more productive during a work period.

2.4 Key Factors that Influences Team Effectiveness 

Effective teamwork is essential to the success of any business. An essential ingredient to effective teamwork is attracting and keeping the right team members. No matter how hard a group of people try to work together and create effective team, without the right people for the job, the team will inevitably fail. There are four essential components to an effective team (Beck hard), 2009)

Positive corporate culture: In order to recruit long-team effective team members, the member have the authority to make and carry out decisions that are required.

Furthermore, always support and back up the decision, the team leader helps them to understand themselves and bring peace in order to enhance harmonious co-existence among team members.

Give Recognition: Recognition is the key to an employee’s success. Team members will search out recognitions from their organization. This enhances productivity and effective teamwork.

However, Richard (2009) opined that to improve a team’s effectiveness, it is first necessary to understand the impact of its performance. Once this is determine it is easy to know   team effectiveness. Ion order for tem to function effectively they must manage how they work together and how they interact with the rest of the organization. As a result of his studies, (optimizing team and building effort” journal of contemporary business, 2007) states that for teams to be effective they must manage four areas internal to the team goals roles, processes and relationships. Further research has identified a fifth factor impacting performance. How the team managers its interaction with the organizational environment within these factors become the focus of attention for the manager who wants to raise team performance, because trams that Effectively manage these areas  function more effectively than teams that do not.

However beck hard (2008) opinion that the impact of organization and the outside world on team performance are said to be the environmental influences on team. The policies, procedure and system within an organization can either support or hinder a team’s effectiveness. On excellent example is the impact an organization’s reward system has on teamwork. Organizations typically reward only individual contribution. Few organizations have found ways to reward teams. 

Nevertheless, many books and much academic research has been devoted  to understand  the critical element of a successful and effective team building but in essence these boil dome to three key elements. For example Paula (2006) opined that: 

A clear team goal is a must shared and understood by all and supported by strong communication channels across then team and supportive members relationships.

 A broad range of skills and personalities exist enabling complementary strengths to compensate for weaknesses.

Identifying factors that inhabit good teamwork, such as remote writing, personal clashes and like, and either removed or overcome or their negative effect on team mitigated.

Similarly Kelly (2009) opined that people thrown together do not automatically make a great team. People need time to get to know each other, to learn to get along, to develop interpersonal trust and build team spirit. There are many tools and games to help build great teams.

2.4.1 Building an Effective Team

According to Agbo (2006) there are five factors or ideas needed to build an effective team, understanding personality profiling of feedback session to help team and its members discover strength and weaknesses and gaps.

Establishing team norms and behaviors e.g. how often it is going to meet formally and informally, protocols and rules for meetings and the like. It can be a good idea to establish a system of fun fires and forfeits for breach of team rules and norms.

Allowing team members to build trust and openness by encouraging them to spend time together in an atmosphere that encourages open communication,. Bonding and the creation of shared team experiences. For example, a weekly or monthly lunch where the whole team can come together. 

Whenever possible team members should be included in decision making or problem solving sessions

Finally, whenever there is the opportunity team members should celebrate team progress.

However, Jarvempaa (2005) opined that because of the unique challenges confronting teams, it is especially important at their formation that they build a strong foundation. Among others, building blocks for successful teams including the following: creating a mission, goals and ground rules. Identifying stakeholders and their expectations, complimentary roles and responsibilities and building relationships and rewarding experiences.

Factors Militating Against Teamwork in Workplace

One of the challenges that team faces is dealing with various personalities of people in the team. Some may be introverts. Some may be more output driven while some may be people –driven. But this challenge is also one of the sources of strength of teams. But at the some bring conflict among team members (Rasing, 2009). Teamwork in organizations is always constraint with conflict arising from disagreement of team members. Unresolved issue and conflicts can slow or half an otherwise functional team. The same can be said for team camaraderie. Friendship and humor aren’t necessary bad for a team, but too much leads to inefficiency lost time and lost productivity. Team’s lack of good leadership who can make clear choices lead to confusion and consequently affect productivity negatively.

However Marchan (2009) opinion  that team faces threat in their early stage this stem from omission an inactivity of some team member who are yet  to adjust to the pace of work of other team members. This often leads to misdirected work and wasted time and resources. A related pratfall is misaligning the purpose of the team with the needs and expectation of the organization as a whole. These affect organizational goal attainment and also affect productivity adversely. Similarly Okoh (2010) observed that team work in an organization is confronted with the issue of false perception of similarity by team members. This implies that some team players assume that they will have an easier time assimilating than others. This perception also plagues the teams. This can have a negative impact on business communication process and personal relationships.

2.5
The Problem and Teamwork in an Organization 

According to Pickkani (2001) teamwork in an organization is confronted with the problem of antitheses of the building blocks of a team. This is so because the pitfalls of team building are due to omissions and inactivity.

A common pitfall is setting out without a clear goal or purpose. If team members understand little more than the routine tasks they are to perform day-to-day, a lack of common understanding will lead to misdirected work and wasted time and resources. A related pitfall is misaligning the purpose of the team with the needs and expectations of stakeholders and the organization as a whole. A teamwork is further damage when the team members neglect to take opportunities for building strong communication and trust in their relationships.

Another problem militating against effective teamwork is false perception of similarity. There is often a false assumption among team players that they will have an easier time assimilating role and task than their contemporaries. This perception plagues teamwork in no small ways. As such Usumier (1993) opined that because of perceived familiarity and similarity among team mates, individuals can be lured into a false sense of confidence and fail to perceive that they are not culturally close. This can have a negative impact on business communication processes and personal relationships (Henderson, 2005).

Furthermore, too much conflict and unresolved issues can slow or halt an otherwise functional team. The same can be said for team camaraderie. Too much friendship and humor leads to inefficiency, lost time and lost productivity. Teams also need a good leader who makes clear choices, otherwise the team members wills struggle with confusion. As team members work together, relationships often becomes strained members need ways to resolve problems and to assure that a good working relationship continues. Sometime relationship problems occur because of a difference in values or a personality or management style clash.

CHAPTER THREE
METHODOLOGY

3.1 Introduction

This chapter presents the research methodology which include; Research design , study population, study area, instruments of data collection, data processing, Study  instruments, sources of data and data  analysis.

3.1 Research design

The research was descriptive research design. The design exploited both qualitative and quantitative approaches. Qualitative approach included use of interviews, while quantitative approaches involved use of descriptive statistics that were generated inform of frequency tables, graphs, and Charts. Qualitative and quantitative approaches were adopted to enable the researcher to get and analyze information concerning respondents’ opinions about the impact of employee teamwork and performance of Nipost in Kaduna State.

3.2 Data sources 

Both primary and secondary data sources were the main sources of data to be used in the study. Concerning the primary data method, the study used a questionnaire and interview guide. The researcher collected secondary information from different sources like; text books, internet, news paper, report at the company, and journals. This information was reviewed by visiting places like libraries and internet cafes and this type of information supplemented the collected data from different categories of the respondents. 

3.3 Study population

Study population is a complete set of individuals, cases or objects with some common observable characteristics. The researcher obtained information from Nipost staff, and clients who directly come at the NIPOST service centre for the Agencies services. The researcher involved all these categories in the study because they were assumed to possess the necessary study information. 

3.4 Sample size

The sample size consisted of 100 respondents from the study area and these were selected as follows; 

Table 1: Showing Sample size

	Category
	Sample size

	NIPOST employee
	50

	NIPOST Clients
	50

	Total
	100


Source: Primary Data

The study used a sample size selected 100 respondents because as it is enough for the study to obtain reliable information. In addition, it helped the researcher to finish her study in time

3.5 Sampling method

The study used simple random sampling during the process of data collection from the study respondents. The study applied simple random sampling technique because it gives all the people the chances of being selected. Simple random sampling was used to select all the study respondents during data collection process in the study area. 

3.6 Data collection methods and instruments 

The questionnaire tool was used and this was inform of both open ended and close ended in nature and this allowed the study respondents to fill the questionnaire in the study field. The tool was used to collect information from employees of NIPOST. The questionnaire method of data collection was used because of being cheap and that the method collects responses with minimum errors and high level of confidentiality.

An interview guide was drafted with a set of questions that the researcher asked during an interview and this was structured (close ended) in nature.  The researcher personally recorded the provided responses as per the study respondents during the process of carrying out an interview. The method was used to collect data from clients of the company. Interview guide was used by the study since the methods helps in the collection of more data as it allows the interaction of both the researcher and the respondents. 

Research procedures

The researcher respected human dignity by not revealing the identity of the respondents in the study. The researcher collected data and analyzed it to write the study report. 

3.8 Data analysis 

The data collected was edited for accuracy, completeness and to find out how well the answered questionnaires were and this was done in line with the questionnaires. The edited data was coded. Coding involved assigning numbers to similar questions from which answers were given unique looks to make the work easier. In this case SPSS (Statistical Package for Social Scientists) was used to analyze the coded data.

Presentation of data involved use of tables, pie-charts and graphs that were generated from the questions relevant to the study variables. Interpretation and discussion of the results was done as the researcher explained the strength of the study variables basing on the frequencies and percentages, charts and graphs. 

CHAPTER FOUR

PRESENTATION, ANALYSIS AND INTERPRETATION OF THE STUDY FINDINGS

4.1 Introduction 

The study looked at employee team work and performance of an organization.

The findings from the study were presented and analyzed orderly based on the formulated study objectives. This was made possible with help of SPSS where by graphs, charts and tables were generated.

The chapter begins by presenting the biographic characteristics of respondents in terms of gender; age, marital status and education levels. The inclusion of background information served to inform if such variables had an impact on team work and performance in organizations. The study there after discusses findings as per the formulated objectives of the study like benefits of team work, relationship between team work and performance and challenges faced by NIPOST.

4.1 Background information of the respondents

While examining the background information of respondents, variables such as gender, age, marital status and education level were of importance as presented here after.

4.1.1 Gender of the respondents

Under the gender distribution of respondents, the study was delighted with both male and female respondents but male respondents were more than female ones as in table 2 

Table 2: Showing gender of the respondents

	Gender 
	Frequency
	Percentage

	Male 
	56
	56

	Female
	44
	44

	Total 
	100
	100


Source: Primary Data 2013

According to table 2, the study had female and male respondents. More so it is indicated that men were more than women. Findings revealed that 56 %( 56) of respondents were men while 44% (44) were women. The gender distribution was so due to the fact that men were much more willing to provide information for the study compared to women. Despite the gender differences, this had no effect on the study results as all people were in position to provide valid information. 

[image: image1]Figure 1: Showing gender of the respondents

Source: Primary Data

4.1.2 Age of the respondents in years

The age of respondents was taken note of by the study. Accordingly the age was classified into age groups for easy estimation of the age brackets where an individual belongs given that females hardly disclose their age.

Table 3: Showing age of respondents in years

	Age (in years)
	Frequency
	Percentage

	Below 20
	14
	14

	20-30
	60
	60

	31-40
	20
	20

	41 and above 
	06
	06

	Total 
	100
	100


Source: Primary Data

According to table 3 above, various age groups were established; the study had that of below 20, year’s age group of 20-30, and the one of 31-40 as well as 41 years and above age group. It should be noted that age groups serve to preserve the privacy of respondents most especially female who find it hard to disclose their exact age in years but a range makes them comfortable.

From the table above, majority of respondents both clients of NIPOST and some NIPOST staff were in the 20-30 age-group. This was possible given the fact that NIPOST employees mostly young adults for purposes of flexibility at lower levels of management and technical operations compared to old adults. It was added that such age enjoys team work and work well hence leading to results.  

More so 14%(14) of respondents were in below 20 years age group, majority were NIPOST clients, between 20-30 were 60%(60) respondents, also 20(20%) respondents were in the 31-40 age group while 06%(06) persons were above 41 years of age. The former and latter age groups illustrated at length the effect of team work given their experience 

4.1.3 Marital status of respondents

As a background information variable, marital status of respondents was considered, under this the study had single, married, separated and widowed respondents in the study.

Table 4: showing marital status of respondents 

	Marital status 
	Frequency
	Percentage

	Single
	52
	52

	Married
	38
	38

	Divorced/separated
	06
	06

	Widowed
	04
	04

	Total 
	100
	100


Source: Primary Data

According to findings as in table 4, majority of respondents were single persons, followed by married then separated widowed category the least. It is also indicated that 52(52%) respondents were single hence the study’s more than half of respondents were living unmarried and single lives. They included the staff at NIPOST thus the majority were NIPOST clients. It was established that single persons are more flexible and synchronize easily in teams to produce results since they have little worries and commitments that are associated with marriage. 

The study also found out that 38 (38%) respondents were married and these were mostly the clients of NIPOST   . It also clear in table 4 that 6(6%) respondents had separated while 4(4%) were widowed. Like others the former and latter categories also pressed their mind on the variables and investigation and their responses were crucial in the formulation of this report.

Figure 2: Showing marital status of respondents 

[image: image2]
Source: Primary Data

4.1.4 Education level of respondents

The study considered five categories of education levels namely; primary, secondary, tertiary, university and others. Accordingly all the established categories of education levels had representatives like showed in table 5.

Table 5: Showing education level of the respondents
	Education level 
	Frequency
	Percentage

	Primary
	20
	20

	Secondary
	38
	38

	Tertiary
	22
	22

	University
	16
	16

	Others (professional courses)
	04
	04

	Total 
	100
	100


Source: Primary Data

The study took it necessary to examine the education levels of respondents. This was aimed at establishing how ones level of education could influence the understanding of the study variables that’s to say teamwork and performance of organizations. It was also found out that respondents with considerably higher levels of education ranging from tertiary university, professional courses like CPA had a thorough and logical understanding of the topic thus their views were instrumental in the writing of this thesis. More so majority of respondents had attained secondary and primary levels of education and when the term team work was broken down into smaller words, understandable language, they also contributed their views on the subject in context

From table 5 above, majority of respondents constituting 38% (38) had acquired secondary level, 20% (20) of them had attained only primary level of education and were all clients of NIPOST. It is indicated further on table above that 22 % (22) of respondents had obtained tertiary level of education like Diplomas and certificates whereas 16 % (16) were university graduates and 04% (04) had professional courses like CPA and ACCA. The previous three categories of education levels namely; tertiary, university and professional courses were for NIPOST.

4.1.4 Duration in organisation 

Respondents were asked about their duration of stay/work in the study area that is NIPOST.  It was hoped that the workers/respondents time of the stay on work influenced their impact in the area. Those who had stayed longer in the study area were further believed to have witnessed several changes, trends and patterns of work / services offered by the institutions to its clients
Table 6: Duration in organization NIPOST

	Duration
	Frequency
	Percentage

	Between 2 and 4 years
	43
	43

	Above 4 years
	43
	43

	Below two years
	14
	14

	Total
	100
	100


Table 6 above indicates that respondents had spent different periods in the organization where by 43 (43%) had worked with in a period between 2 and 4 years, 43 (43%) were above 4 years, and 14 (14%) were below 2 years. This makes all the respondents more experienced about the activities of the organization and implies that they gave more reliable data.

Figure 3 : showing A bar graph showing departments of work of the respondents.

[image: image3]
Source: Primary Data

From the bar graph above, it is clear that 50 (50%) of the respondents work in the purchasing and sales department, 15(15%) work in the accounts department, 10(10%) work in the stores, 20(20%) work in management, and 5(5%) work in the internal audit department. Such findings imply that data was collected from employees in all sections of the organization. 

4.2 Benefits of employee team work at NIPOST   

The study set off findings’ presentation by illustrating the benefits of employee team work at Nipost as the first objective. Under this, reasons for use of team work were explored; knowledge if respondents understood the term team work also looked at presented in following paragraphs.

Table 7: Showing responses on if respondents knew of the term employee team work.

	Knew the term employee team work
	Frequency
	Percentage

	Yes
	100
	100

	No
	00
	00

	Total 
	100
	100


Source: Primary Data 2013

The study sought of respondents to indicate if they knew the term employee team wok. To this, a close ended yes or no response question was administered. Findings revealed that all the study participants conquered with having knowledge of the term employee team work and from table 6, 100 %( 100) of them scored against a yes response as prior administered.

It should be re called that no single respondent was in objection to the statement hence a no response had zero scores. Respondents threw more light on the term to justify their knowledge by citing that team work is simply cooperation at the work place, others believed it is working in groups that have same skill while some respondents argued it is working together to achieve the common goal, some explained assisting each other by correcting errors enabling a colleague prevent occurrence of errors in his department or area of specialty. Therefore following such justifications the study realized respondents had some insight on the term team work thus were in a good position to tell its relationship with performance of organizations.

Table 8: Showing responses on if Nipost employees work as a team

	Responses 
	Frequency
	Percentage

	Yes
	92
	92

	No
	08
	08

	Total 
	100
	100


Source: Primary Data 2013

The study went ahead to administer to respondents if NIPOST employees work as a team. Results were interesting as presented in table 7. Accordingly majority of respondents acknowledged that NIPOST employees work as a team and as indicated, 92% (92) of respondents supported the statement. The response was backed by pointing out that when a staff has many clients to attend to a colleague often lends a hand if he/she has fewer clients. 

Also team work is displayed in things like taking ones for a client when they are not in position to attend that day or when they sign out for lunch another colleague is there to attend on their behalf hence they work as a team. On contrary 08% (08) signed against no response citing that they do not figure out any team work taking place.

[image: image4]Figure 4: Showing responses on if NIPOST employees work as a team

 Source Primary Data 2013

Table 9: Showing reasons for employee working as a team 

	Reasons 
	Frequency
	Percentage

	To reduce on the costs
	26
	26

	To encourage efficiency and effectiveness
	10
	10

	To reduce on employee’s mistakes
	22
	22

	To act as advertising
	14
	14

	For easy communication
	16
	16

	To promote productivity
	08
	8

	Others(employee motivation, training)
	04
	4

	Total 
	100
	100


Source Primary Data

The study examined the reasons why employees work as a team. As presented in table 8, respondents cited reasons like, reducing costs, encouraging efficiency and effectiveness, reduce on employee mistakes, act as advertising, easy communication and promoting productivity as well as others as reasons.

Findings reveal that 26 %( 26) respondents cited reducing on the cost as a reason for team work. It was explained that costs of operation lower down when work is handled by many people and the task is accomplished in shortest possible time. The study got informed that at NIPOST failure to use team work could increase cost the organization. Accordingly when a team is at work, clients are served and they get retained by the organization.

It is indicated also that 10 %( 10) of respondents pointed out efficiency and effectiveness as reason for team work. It should be noted that efficiency is doing things right while effectiveness is doing the right thing. Under team work things are done right and the right things are done due to combining of skill and efforts. For instance when there is a technical problem with a staff’s computer but has to serve the clients, another colleague staff can lend to put it right hence customers are served.

Also highlighted were reducing employee mistakes. Table 8 shows that 22% (22) respondents argued that teams help in training staff most especially new recruits. Such training ensures that preventive techniques to likely mistakes are imparted in the new employee and when a signed full responsibility, occurrence of mistakes is minimized. Similarly when employees work as a team, a colleague easily alerts the other if a mistake is suspected to occur in nearby future, this enables company to avoid costs.

According to 14% (14) respondents, team work helps in advertising the company. It helps in winning more clients when they hear about the togetherness in accomplishing tasks as well as the precision in handling customer queries is concerned. It was added this practice enables the company to sell its name hence being advertised in the public.

Team work according to 16% (16) respondents is applied due to reason of easy communication in the organization. Where there is team work, “says the manager of NIPOST”, there is easy flow of instructions where by information is passed on to only a team member and the information flows to others freely. Also team work has enabled the provision of Postal services easy to the public hence making NIPOST the number one Postal company in Nigeria.

Generally team work enables productivity at work place and ensures satisfaction to clients. Team work enhances division of labour, tasks get accomplished with zeal in short time, large volume of work is handled and according to 8%(08) respondents productivity is high. Other reasons for working as a team were cited. Table 8 shows that 04% (04) of respondents cited employee motivation when they back up, training of new skills where a colleague discover a skill, shares it with other members hence leading to a multi-skilled staff to the organization. Relationship between employee team work and performance of Nipost.

The study in abid to exhaust the research objectives fully, a ascertained the relationship between employee team work and performance of NIPOST. Under this it was sought of respondents if employee team work has influence on the profit level, further the kind of relationship if any was established, trend of sales performance examined as well as relationship between team work and performance of NIPOST   

Table 10: Showing responses on if employee team work has influence on the profit level

	Responses 
	Frequency
	Percentage

	Yes 
	100
	100

	No
	00
	00

	Total 
	100
	100


 Source: Primary Data

According to table 10, a yes or no close ended response question was administered to respondents to know if employee team work has an influence on the profit level. Findings, revealed that employee team work has an influence on profit levels, basing on table 10, 100% (100) of study participants conquer with the view. In addition the respondents went a head to justify by identifying the kind of influence they were meaning. In table 10, respondents cited a positive and negative influence

Table 11: Showing the kind of influence between employee team work and profit level at NIPOST

	Kind of influence
	Frequency
	Percentage

	Positive 
	96
	96

	Negative 
	04
	04

	Total 
	100
	100


Source: Primary Data

According to the study findings as in table 11, majority of the respondents 96% (96) cited a positive influence to exist between employee team work and profit level at NIPOST while 04% (04) respondents cited a negative kind of influence on profit levels. According to 96% of respondents team work leads to reduced costs of production hence increasing profit levels. 

They also cited that team work leads to efficiency and effectiveness thus attracting more customers and in turn profit levels go high. They also added that where team work is lacking, the level of profits is low given customers abandon the organization and go else where. On contrary according to 04% respondents, team work had a negative influence on profit levels. They argued that team work leads to gossiping and work is avoided hence profits go down. They favored independence to teams.

Table 12: showing if there is a relationship between employee team work and productivity of Nipost   

	There is a relationship 
	Frequency
	Percentage 

	I agree with the statement 
	100
	100

	I disagree with the statement 
	00
	00

	Total 
	100
	100


Source: Primary Data

The study went a head to establish if there is a relationship between employee team work and performance of Nipost. The responses were rated as agree or disagree. Therefore according to table 12, 100% (100) respondents agreed with the statement that there is a relationship between employee team work and performance of Nipost. Hence no single person disagreed with the statement. It was argued that team work enhances efficiency leading to performance of NIPOST; also that it leads to high productivity of employees given the errors prevention techniques hence increasing the performance of NIPOST. Also that team work has lead to increase in numbers of customers given the satisfaction they derive from the services offered hence performance of the organization ensured.

4.3 EMPLOYEE PERFORMANCE

4.3.1 Motivation and employee performance

Respondents were asked to indicate whether motivation is the most important factor of employee performance and the following information was obtained.

Table 13: Motivation and staff performance
	Motivation as a factor
	Frequency
	Percent
	Valid Percent

	
	Strongly agree
	73
	73
	73

	
	Not sure
	7
	7
	7

	
	Strongly disagree
	20
	20
	20

	
	Total
	100
	100
	100


Source: Primary data

Considering motivation as the most important factor in employee performance, 73 percent of the respondents were in total agreement to the statement while only 20 percent disagreed and 7 were not sure. These findings are in agreement with the earlier revelations made by Kathleen (2004) that in order to improve one’s performance he/she needs to be motivated. Management should maintain this practice of motivating its employees and even research for more new motivation tools.

4.3.2 Goal clarity and performance

Respondents were asked to indicate whether goal clarity among the employees helps to improve their performance.

Table 14: Goal clarity
	Goal clarity
	Frequency
	Percent
	Valid Percent

	
	Strongly agree
	27
	27
	27

	
	Agree
	37
	37
	37

	
	Not sure
	27
	27
	27

	
	Disagree
	3
	3
	3

	
	Strongly disagree
	6
	6
	6

	
	Total
	100
	100
	100


Source: Primary data

Table 15 shows that 37 percent of the respondents who work with the NIPOST Nigeria limited agree that goal clarity can help employees to improve on their levels of performance. Only 3 percent in total disagree and 27 percent are not sure. These findings are in agreement with the earlier revelations made by Willmot (2007) who asserted  that people must have in mind a clear picture of any end or goal they are to achieve in order to perform to their best always. The management should continue to clarify organizational goals to the employees for better performance.

4.3.3 Working Conditions and performance

Respondents were also asked to indicate whether the working conditions can greatly improve one’s performance.

Table 15: Working conditions
	Working Conditions
	Frequency
	Percent
	Valid Percent

	
	Strongly agree
	50
	50
	50

	
	Agree
	33
	33
	33

	
	Not sure
	7
	7
	7

	
	Disagree
	3
	3
	3

	
	Strongly disagree
	7
	7
	7

	
	Total
	100
	100
	100


Source: Primary data 

From table 15, it can be noted that 50 percent of the respondents in total strongly agree that working conditions can greatly improve on the performance of the individuals while only 3 percent in total disagree and 7 percent are not sure. Going with the majority, it can be concluded that the employees believe that better working conditions can help them to improve on the level of their performance. Mmanagement should endeavor to improve on the working conditions of employees for better performance.

4.3.4 Knowledge of the structure and performance

The respondents were asked whether the knowledge of the structure helps an employee to know what to do in given situations and hence improve on his/her performance.
Table 16: Knowledge of the objective job, company structure

	Knowledge of the Structure
	Frequency
	Percent
	Valid Percent

	
	Strongly agree
	27
	27
	27

	
	Agree
	37
	37
	37

	
	Not sure
	20
	20
	20

	
	Disagree
	3
	3
	3

	
	Strongly disagree
	13
	13
	13

	
	Total
	100
	100
	100


Source: Primary data 2013

Table 16, results show that only 27 percent of the respondents were in total disagreement with the statement, 20 percent are not sure while the majority of 37 percent agree that in order to improve their performance, the employees need to have knowledge of the structure of the organization since this can help them maneuver around the problems and hence perform better. Management should uphold this practice such that employees can always know in which department to report the various issues that arise in the organization.

4.4 Challenges faced by NIPOST   

The study since it took NIPOST as a case, took it necessary to examine the challenges the organization faces. This was done by seeking from respondents if Nipost    was faced with challenges in a close ended yes or no response question as in table 13 and the challenges laid out like in table 17.

Table 17: Showing responses on if NIPOST was faced with challenges.

	Faced with challenges 
	Frequency
	Percentage 

	Yes
	88
	88

	No
	12
	12

	Total 
	100
	100


Source: Primary Data

The study administered a yes or no close ended question of if NIPOST was faced with challenges. According to table 13 above it is indicated that majority of respondents acknowledged the prevalence of challenges and least of them could not figure out any single challenge. Therefore 88% (88) respondents admitted that numerous challenges faced NIPOST while 12% (12) respondents dis-admitted to existence of a challenge. The study learnt that challenges such as labour turn over, competition,  poor network coverage due to technical errors, high costs of rent, wealther conditions among others  were a few of the challenges that NIPOST office in faced with.

Table 21: Showing limitations faced by Nipost    

	Challenges faced 
	Frequency
	Percentage 

	Competition 
	22
	22

	Labour turnover
	14
	14

	High transport cost
	20
	20

	Others (inflation) 
	04
	04

	Total 
	100
	100


Source: Primary Data, 2013

The study yet established the challenges according to the 100 respondents who confirmed that NIPOST is faced with challenges. The study found out that 22% (22) of respondents mentioned competition as a major challenge of Nipost office. Respondents argued that stiff competition was encountered from emerging Postal companies that are providing same services. However it was pointed out that NIPOST has decided to provide quality services so as to counter the competition and continue existing as a major in the market.

The study found out also that labour turnover was another challenge that NIPOST is facing. According to 14% (14) respondents experienced employees were being stolen from NIPOST by other companies who promise them better remuneration hence causing gaps that require time to refill. However according to the manager NIPOST, labour turn others was being addressed by motivation of staff through offs and allowances among others and the situation was calming down.

The study got informed that there is a challenge of high transport costs. Table 14 shows that 20% (20) of respondents argued that the company was finding it expensive in terms of transport. Transporting products to different NIPOST outlets and dealers was expensive. However the transport cost challenge was getting rectified by calling upon NIPOST dealers and distributors to come around and pick the products and draw services near to clients from NIPOST offices and the strategy was seen to yield slowly by slowly.

CHAPTER FIVE

SUMMARY OF THE STUDY FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

The chapter of the study deals at length with exploring the objectives of the study as; to find out benefits of employee teamwork at NIPOST, to access the relationship between employee teamwork and performance of NIPOST, to investigate the challenges faced by NIPOST
The chapter further summarizes the main findings of the study by making conclusions, and recommendations

5.1 Summary of the study findings

The study findings revealed reducing on the cost of operation as a reason for team work. It was explained that costs of operation lower down when work is handled by many people and the task is accomplished in shortest possible time. The study got informed that at NIPOST failure to use team work could raise cost of the organization. Accordingly when a team is at work, clients are served and they get retained by the organization.

In addition, respondents pointed out efficiency and effectiveness as reason for team work. It should be noted that efficiency is doing things right while effectiveness is doing the right thing. Under team work things are done right and the right things are done due to combining of skill and efforts. For instance when there is a technical problem with a staff’s computer but has to serve the clients, another colleague staff can lend to put it right hence customers are served.

Also highlighted were reduced employee mistakes. Respondents argued that teams help in training staff most especially new recruits. Such training ensures that preventive techniques to likely mistakes are imparted in the new employee and when a signed full responsibility, occurrence of mistakes is minimized. Similarly when employees work as a team, a colleague easily alerts the other if a mistake is suspected to occur in nearby future, this enables company to avoid costs.

The study further established that team work helps in advertising the company. It helps in winning more clients when they hear about the togetherness in accomplishing tasks as well as the precision in handling customer queries is concerned. It was added this practice enables the company to sell its name hence being advertised in the public. Team work is applied by organizations due to reason of easy communication in the organization. Where there is team work, “says the manager of NIPOST”, there is easy flow of instructions where by information is passed on to only a team member and the information flows to others freely. Also team work has enabled the provision of Postal services easy to the public hence making NIPOST the number one Postal Agency in Nigeria.

Further findings from the study revealed that team work enables productivity at work place and ensures satisfaction to clients. Team work enhances division of labour, tasks get accomplished with zeal in short time, large volume of work is handled and according to 8% (08) respondents productivity is high. Other reasons for working as a team were cited. Respondents said employee motivation when they back up, training of new skills where a colleague discover a skill, shares it with other members hence leading to a multi-skilled staff to the organization.

5.2 Conclusions

The study concludes that team work is critical in the functioning of an organisation and reasons for employee working as a team at NIPOST Nigeria are; to reduce on the costs, to encourage efficiency and effectiveness, to promote productivity, to act as advertising, for easy communication and to reduce on employee’s mistakes.

The study in making had to establish the influence of employee team work on the profit level. The study concludes that team work has a high influence on profit levels given the fact that all of respondents signed against it, also it is summed that the kind of influence is positive according to majority of them, this is exhibited further in the trend of sales performance where the study concluded that the sales performance was increasing.

The study also makes a conclusion that there is a strong relationship between team work and performance of Nipost and that the kind of relationship is a positive one that translates to increased performance.

The study deduces further that Nipost has numerous challenges as acknowledged by majority of respondents and the overriding ones are; labour turnover, competition, high transport cost, and inflation. 

The study concluded that providing quality services, motivation of staff through offs and allowances, efforts to erect boosters, ensuring that enough fuel is always put in generators, prosecution of theft accomplices and making employees pay for the shortages they incur on addition to withdrawing the dealership from dealers who are reported to overcharge clients as well as revising of rates per unit product were the measures that NIPOST staff respondents and clients raised.

5.3 Recommendations

The study recommends that there is need to organize workshops and training to inform staff on team work which is not fully exploited hence training on how to improve team work and how work in teams needs to be put in place this will ensure increased performance of NIPOST.

The study recommends that there is need to further motivate the employees of NIPOST. This is because emerging Postal companies are looking out to source the experienced and well trained Nipost staff. Motivation could be in things like allowances; holiday retreats, increased salaries and promotions as well as recognition of efforts through annual awards
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