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ffectiveness and TeamwoIx
1. Introduction
The abilitv to mect set targets and also ac
the key and central human resource practice mn
throug! ch accomplishment of the ultimat .
record efficiency and enhanced productivity only through higher employees™ work
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periormance, 1aus makes teamwork: 0 D€ thoucht out as a coIc component that

sance of workers in the workplace.

i o A - 11 the reca - = vy Fthe e v 3T hieh
< hecome known in the recent time as one of the key ways il W hich
e

is being simplified and prompthy undertaken. It is currently and

focus of many organizations characterized with dynamsm and

)
(1
i
-

sophistication in the manner Of me hod by which they perform their operalions. This 1s

with a view to cope with the ever-growing competition in the world of work where

strive in complex and dynamic environments which are attributed to the

increase in the globalization and competitiveness of the universal economy. Teamwork
has equally become an essential technique of devising new means of achieving the
corporate objectives in the W orkplace due to role interdependence and complex nature of
rasks. The idea of assigning responsibilities t0 work groups has been diffused under

modern sociotechnical theory; human resource management; lean

production; and business process re-engineering which all encompass the basic
principles of team working. '

However. the intensity of competition among independent business units of the
workplace has necessitate the need to develop a team that is made up of members who
possess unique skills and have intents to achieve more with other members whose skills
are complementary in the achievement of a common goal through collaboration.
Teamwork is a cooperative process that allows ordinary people to achieve extraordinary
results (Scarnati, 2001). This makes a team (o have a common goal where the members
can easily develop effective and mutual relationships to achieve the mutual objectives
through sharing of knowledge and skills as a number of studies show that employee who
works within a team tends to produce more output than a single individual (Jones,
Richard, Paul, Sloane & Peter, 2007.

Making employees 1o undertake what are required of them so as 10 promptly
reaching organizational targets, accomplishing corporate goals and realizing business
objectives with the needed efficiency is one of the prevalent challenges that
organizations together with their management teams are facing. This is not unconnected
with the dynamics of urganizatimml circumstances and complex nature of human
behavior as many organizations’ management members have no choice other than
managing their workforce in such a manner that is capable of producing sub-optimal
results, in so doing endangering urganimliﬂns' likelihoods of realizing the set goals and
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[ : beconming
pzm‘r;n-ra_w\cly beconing

predetermined objectives efficiently. Organizations are then Er hich adversely
unstable by means of general feeling of workers’ dwindling productivity ¥ L
impacting on the workplace economy. s (9018), there is

As maintained by Onyekwelu, Anah, Onwuchekwa and E_""‘“"' ks :
adequate evidence to attest to the fact that teamwork and the L'H.L‘C: on
independent variables that are used as its components 1O I‘“id"t
performance or organization’s achievement of the set business obj
much research interests particularly in this part of the world. It is on this
research work sets out to examine the effect of teamwork on the achievement
organization’s objectives in United Africa Company (UAC of Nigeria) Ple.

The United Africa Company (UAC of Nigeria) PLC is a Nigerian P”hlw]_-"
registered manufacturing company with the Headquarter located at UAC Building, 1-3,
Odunlami Street, Lagos Island, Lagos with UACN’s Food. Mr. Bigg's, CAP PLC. and
others as its main subsidiaries. The key areas of operation of UAC of Nigena PLC
include: manufacturing, services, logistics and warehousing, agricultural and real estate,
efc,

s0Imne ol Hs

L'ITI[T]U"\ L*r.,‘-- il‘l_‘
ective has not drawn
basis that this
ﬂ'i'

2. Objectives of Study
The broad objective of this study was to examine the effect of teamwork on the
achievement of organization’s target in UAC Nigeria Ple. The specific objectives were

assess the extent at which team motivation influenced the achievement of
organization’s goals;

o ascertain how feam communication, enhanced the achievement of
organization’s objectives; and

investigate the relationship between effective team leadership and achievement
of organization's target in UAC of Nigeria Plc,

Research Hypotheses
Team motivation had no effect on the achievement of org,
UAC of Nigeria Plc.;
EMW team communication does not Ul‘.lhﬂl'lﬁq.: the
organization’s objectives; and
- There is no relationship between effective team leadership
nization’s target,

anization’s goals in
achievement of

and achievement of
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collaboration. As a result, employees who work in group turn out 1o be the workplace’s

standard. Also, Ingram (2000) considered teamwork as the probable improvement of the
individual employees” performance together with that of the organization which requires
purturing over time. In the same vein, to Robbins and Judge (2007), teamwork is a group
of workers who interact with one another primarily to share information and make
decisions that help individual members in performance of their assigned tasks.

According to Kalisch and Lee (2009), teamwork encompasses 4 group of people
who are in support of one another with a view to accomplish a specific objective This
refers the employees’ actions that result in the accomplishment of a common goal giving
pricrity to the organization’s interest. Teamwork entails mutualism and collaborative
engagements 10 achieve a particular aim (Khuong & Tien, 2013). However, teams ean
therefore be referred to as an effective work group whose effectiveness depends on the
creativity or encrgy which is yonder workforces as individuals. Consistent with
Hartenian (2003), contempararily, employees in the organization are able 10 work
confidently in teams Or as groups for enhanced productivity. This is premised on the
maximum support from the workplace’s top management and due to the manage f
preference in allocating additional team projects 10 workers having opportunities 10
strengthen their knowledge and developing their skills. Working together as a team thus
helps employees not only to co - operate, but also to reduce individual conflicts and
heighten their skills through feedback.

Organization’s Targel

According 10 Whittaker-Brown and Barker (2005), targets refer to the promised
or desired levels of performance that are based on performance indicators. These may
stipulate a minimum level of performance, Or EVEn outline aspirations for development.
Targets are quantifiable pomts in time at which an organization achieve all or a portion
of its goals. Whittaker-Brown and Barker (2005) stressed further that targets make just a
part of performance measurement and management structure and by them-sclves have
insignificant effect without being vowmr.mmcﬁ__ and properly managed by individuals who
take action to ensure that improvements are made to occur. In line with Kenneth (2011),
target seting is therefore the art of making a balanced decision between competing
choices as this is pivotal to performance management in the arganization. Targets direct
the mind of the manager 10 what should be aimed at, and also make known who should

exactly works out the movement of the business from where it is to reach the future.

However, there 18 N0 single target that is capable of perfectly capturing all facets
of a business and thus necessitates Usage multiple targets sometimes in the workplace as
virtually all establishments set 1argets. These may include longer-1crm strategic largels
otherwise known as goals, and multiple shori-term targets that are referred to as
objectives. As suggested by Kenneth (2011), to enhance the use of targets, key choices
This is whether different

are necessary to be made guch as how one SEis targels

approaches should be utilized in the form ol top-down or a participative bottom-up
approach, Likewise, one will be required to decide on how many argets should be set

17
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Organization's Goals S

A goal refers to the purpose to which an endeavour IS directe e i
March and Simon (1958), organizational goals can be dc:«crsbm_l as 11;. Gz
organizational outcomes that can be utilized so as 10 guide action anc ; ‘Q'\'a:n
organizational performance and which are very distinct from measurable Iatr\iii:"" et
/ and March (1963) maintained that organizational goals are the result of continu
bargaining and stabilization processes among related parties wit
Organizational goals can as well be seen as strategic objectives that the n'@na;__-cnwnt of a
company establishes with a view to outline expected outcomes and guide mnp['}\'et‘"
efforts. These go a very long way in helping the workplace not only 10 @"‘““" -
company's purpose, but also to assist its business to grow and attain 1ils fmilﬂf‘_ﬂ]
objectives. The setting of specific organizational goals helps a business 10 measure its
progress and determine the tasks that require improvement for meeting those busmf:ﬂi
\ goals. Cyert and March (1963) added that multiple dimensions along which
organizational goals are set, include production, inventory, sales, market share and
profitability.

d. In relauon 10

hin the organmzation.

Organizational Objectives

In relation to Ojo (2009), all business activities are set up to seck d specific
outcome or the other of which profit making is key among others Organizational
objectives are those ends in which the business organization seeks to achieve by its
existence and operations. These can in another way round be considered as short and
um term goals that a firm strives hard to achieve in a bid to realize its overall aim
" '.ggals}. Objectives often times play pivotal role in the development of an
zational policies and also in the determining the allocation of the workplace's
. The objectives that a business sets for itself are of great importance 1o
who is a stakeholder in such a business, whether he is an emplovee, a
an owner, or just a member of the general public. An organizational objective
e fmm the organizational go.g] i:} the sense that, a goal can be referred (o
of a destination, while an objective can be termed as a measure of e
18 required or necessitated to get to the purposed destination. That is.
long term outcome that a business enterprise wants or cr
-i8 specific, short in term of time frame for accomplisl

a goal.
summarized organizational objectives to include (he
e mization which is the primary objective of any business;
social responsibility: customer creation: employment I'rrn;-i\-', ;hl_
ietration, market dominance; high quality service dcli‘\‘.l-l‘
-ﬂiﬁfg :lmpmvement_ of customers’ standard of I ,“:"I
s’ dividends or wealth; etc, ving:

a goal
dves o
ment, and is

tollowing
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Table 1: Demographic Data of the Respondents

Variable ~ Level Frequency (f) Percentage (%)
Male 70 67.3
Gender Female 34 32.7
Total 104 100.0
Under 25years 20 19.2
26-35years 47 45.2
Age Group 36-45years 29 27.9
46years and above 8 7.7
Total 104 100.0
NCE/OND 29 279
First Degree 56 53.9
Educational Masters 5 4.8
Qualification PhD 2 1.9
Others 12 11.5
Total 104 100.0
Less than 2years 31 29.8
Years of Working 2-5vears 35 337
Experience 6-10years 21 20.2
| 1years and above 17 16.3
Total 104 100.0
Department Production 55 52.9
Operations/IT 10 9.6
Marketing 12 11.5
Accounting 10 0.6
Human Resources 9 R.7
Others 8 7.7
Total 104 100.0

Source: Field Survey, 2019
Results in table 1 shows the demographic data of the respondents that
participated in the study. Gender distribution indicated that 67.3 % of the respondents
were male staff, while 32.7 % were females. The respondents” age category illustrated
that 19.2 % were under the age of 25 years, while 45.2 % were between the ages of 25-
35 years, then 27.9 % were hetween age of 36-45 years and 7.7 % were of age 46 years
and above. The percentage of respondents with NCE/OND qualification is 27.9 %, then
530 % with first degree, 4.8 % had master degree, and 1.9 % were holders of Ph.D.,
while 11.5 % indicated other degrees, Among the respondents that participated in this
less than 2 years of working experience, 33.7.0 % and 20.2 %
respectively had between 2-5 years, and between 6-10 years working experience
compared with 16.3 % that had 1lyears and above of working experience. On the
department of the respondents, result established that the majority (52.9 %) were from
9 6% from Operations/IT and accounting, 11.5 % from
% of the respondents were from other

study, 29.8 % possessed

production department,
Marketing, 9.7 % from human resources, while 7.7 °

departments not listed.
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| { ahili working
feams were opporiune 1o improve their knowledge, kills, and ¢
unison with their colleagues. Also, teamwork mg:.l\i.n_‘ll .
Hence, 1t &
{ of or

Lbe
{he team MEHT
suld be conc
--.mw.:llum.'ql gu;ﬂ:;‘_

luded: that
innovative, but also to be creative in the warkplace.
team’s motivation had a significant effect on the achievemen
{hat effective team’s communication significant!y ncreased the
organizational objectives; and that there was a significant rcE:ninn.v-h:P h.d.“ o
team leadership and achievement of organization’s set targets in UAC of Nigetia ;
Consequent to the findings of the study, it is rc.cnmmcndcd that AL
Since offer of both financial and non-financial incentives 1o {eam 111s'ml1:j1.~: W 1\
established to be effective components of team’s motivation _.'mal s these g0 &
long way 1o positively influence the realization of the organiz
Management of UAC of Nigeria pLC should make 1t & culiure 10 be
handsome rewards for superlative group performance. This should not only be
monetarily in nature, but should also be through non-monet
to enhance commitment and improvement in the work environment.

achiey ement ol

een € ffective

ation’s goal, the
offering

ary incentives; This is

So far organizational abjectives could be effectively realized if and when
required information is communicated among the team members, eVery team
leader in the organization should continually ensure prompt and adequate flow of
information in his /her team without ambiguity.

All team leaders in the organization should try as much as possible 10 be
{ransformational in their leadership approach rat her than being transactional, as
every employee loves to be given opportunity 1o ntroduce hig’her novel ideas
inito his / her mode of operation for enhanced performance.
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