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Abstract

Team work is a new work process geared towardsngnthe skills of workers for common purpose and
common performance goal to yield high performancevarkers in the management of Nigerian Univeesiti
The objectives are: To investigate the effectsvafkers commitment towards team work on their penfnce

in university management. To determine the relatign between team work and workers skill enhancémen
The study had a population of 2940 staff coverimgidr/senior staff of University of Nigeria Enug@a@pus. A
sample size of 355 was selected using Taro Yamaafsstical sample technique. Questionnaire washin
instrument for data collection which was designed4i point Likert scale format supported with perdon
interview. A total of 352 copies of questionnaireres distributed but only 305 copies were brougltkbalhe
data collected were presented and analyzed wittrigéise statistics while the corresponding hypsé® were
tested with Pearson’s product movement correlatimefficient at 0.05 alpha level. The findings irate that:
Team work has significant effect on workers perfange in university management’(X 37.161 > % = 7.81);

It also shows that there is significant relatiopshetween workers commitment towards teamwork &ildl s
enhancement (r = 0.872; P < 0.05). The study caoeduthat utilizing teams, produces high performance
amongst workers in university management. The falig recommendations were given by the study; delari
rotation of workers to remove the bias and increasemitment to common goal .The use .of committaes
boards with people who possess different professiskills to execute activities of the universithjs will
create forum for professional interaction anitl skhancement.

Keywords. Teamwork, High performance, University management

Introduction

In this contemporary global economy, with stern petition among organizations to control a high shafrthe
market for their products. Many organizations heagructured their work process into teams to cdenpere
effectively and efficiently to achieve the high feemance.

Teams and teamwork represent very powerful mechenfer getting results and achieving significardroges
in organizations (Bodwell 2013). It has been nateat teams are becoming the basic building blodkthe
organizations (Daft 1998). The emerging team pgrads constructed on the new assumption that kragele
insights and answers are found throughout the dagton in the abilities and knowledge of all orgaational
members when brought together in teams. In thiseiapbals are mutually determined and work processe
built around teams of experts (Stoner, FreemarGilirt 2005).

The team is formed of people (usually a small numtith complementary skills who trust one anothed are
committed to common purpose, common performancd god a common approach for which they hold
themselves mutually accountable(Kinsner 2000). & team is committed to working together successtal
achieve high performance (Bateman and Snell 2004).

Utilizing teams produces great benefits to the oizgtion because team work has greater total ressuyskills,
talents, information and energy) than an individdaks. They can perform jobs that cannot be done by
individuals working alone (Bateman and Snell 200%he law of synergy posits that 2 + 2 = 5 but
mathematically 2 + 2 = 4, the extra is the benefitthe concerted efforts of teamwork (Nancy 2008).
Furthermore, no one person can whistle a symplibtakes an orchestra to play it (Lucock HailfondBateman
2004).

Utilizing teamwork process has the potential oflaejmg the traditional hierarchical structure witary flat,

self-directed, cross-functional organization, siiems are referred to as high performance teamsy are
highly adaptive, difficult to build, expensive taaimtain and glorious to behold (Bodwell, 2013).
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The use of traditional hierarchical structureshe tmanagement of Nigerian universities has stagnatzny
operations, presented a parochial view of thetigtns goals leading to a selfish pursuit of tepartmental or
units activities which at one time or the other éngeopardized the realization of the global goalttod
universities.

The popularity of teamwork stems from it's roleimproving performance by solving work related peshs
with an increasing emphasis on high quality, fastdpct innovation and improved customer satisfastidviany
companies now use team approaches to realize filnesttonal and process interdependencies. Work sezm
considered to be an integral tool, aiding contirsuguprovement in work operations (Rajiv et al 1998igh
performance, according to Sandstorm (2005) is miedshly quality, quantity and the time spent in wling
the products in the organization.

This study is set to investigate the effects ofrtesork on the organization and workers skills erdesment
when they are committed to it in the managementrotersity of Nigeria, Enugu Campus

Statement of the Problem

In any organization where teams are rarely utilizedthe management of affairs, there is usuallys les
commitment to common purpose, common performancagl gnd common approach among workers in
achieving the goals of the organization.

Such organization lacks the enabling environmenttfiest and use of complementary skills among warke

which teamwork provides, rather there is mutuapasuen, independent and selfish functioning of dépants

or units resulting to low performance of workers.

The use of traditional hierarchical structure h@gsated many operations because of the strictredosee of
bureaucratic procedure with its attendant bottleged@ situation comes to mind of a hostel that hadrong
electrical connection which caused fire outbreakhim hostel, the Porter on duty alerted the Wosgsadtment,
instead of giving it immediate attention to arréet situation, the response was that the headstimtld give
directives was not around, such situations arisdiffierent forms in all units just because of nttizing team
work.

University administration of Z1century with its quest for a faster process to tntee millennium goal of
globalization has no room for any bottle necks eatthe use of effective team work which produceglaar
results Again increasing competition in businessidvdemands co-operation in an organization anctcaotrol.

Objectives -
1. To investigate the effects of workers commitmentvarmls teamwork on the university
management.
2. To determine the relationship between the useasfiteork and workers skill enhancement.

Research Question

1. What is the effect of workers’ commitment to teawrkvon the university management.

2. What is the relationship between teamwork and ekkill enhancement.
Hypotheses
Ho: There is no significant effect of workers cortimént towards teamwork on university management.
Hi: There is significant effect of workers’ commitniéoawards teamwork on university management.
Ho; There is no significant relationship betweeant@ork and workers’ skill enhancement.
Hj: There is significant relationship between teankaand workers’ skill enhancement.

Literature Review

The Concept of Team

According to Kinsiner (2000), a team is formedpebple (usually a small humber) with complementikills

who trust one another and are committed to a commapose, common performance goals and common
approach for which they hold themselves mutuallgoaotable. A real team is committed to working thge
successfully to achieve high performance (BatenmahSmell, 2004).
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For Adair (1986), a team is more than just a greith a common aim. It is a group in which the cdmnitions
of individuals are seen as complementary, collaimraworking together is the keynote of a teamvégt He
further states that the test of a good team is ldrethe members can work as a team while they paet,a
contributing to a sequence of activities rathenttma common task which requires their presenaneplace
and at one time. Adair also suggests the followeingracteristics of effective teamwork.

- Clear objectives and agreed goals

- Openness and confrontation

- Support and trust

- Cooperation and conflict

- Sound procedures

- Appropriate leadership

- Regular review relation

Jos and Hootegem (1999) stress that after decddesperimentation, teams have finally achieveddtaus of
good management practice in western organizations.

Nichol[1997]states that, team is a word for thenager, that is, an appealing word used as rhet@icstegy
through which managers hope to use to achieve fugils Katezenbach and Smith (2002)see team asld sm
number of people with complementary skills that esenmitted to a common purpose, performance goals a
approach. Nicky (1997) sees teams as sportingpheta used frequently by managers and consulténts;
stresses both inclusiveness and similarity of memisdaring common values and co-operating to aehiev
common goals.

Jones, George and Hill (1998) note that team isoamwhose members work intensely with each other t
achieve a specific common goal or objectives. Asé¢himply, all teams are groups but not all graesteams.
According to Jones et al, (1998) the two charasties that distinguish team from groups are therisity with
which team members work together and the preseinesecific, over riding team goal or objective.

Gomez, David and Robert (2001) opine that a teamsisiall number of people with complementary skills
work toward common goals for which they hold thelwse mutually accountable. According to them, tize s

of most teams ranges form 6-18 employees. Unlikekwgooup which depends on a supervisor for diregta
team depends on its own members to provide leaigeesid direction. Teams can also be organized as
departments for example a company may have a prahwelopment team, a manufacturing team and & sale
team.

Trevor (1999) states that team is a term used witbelay for a group of people coming together f@oanmon
purpose. He further states that a team maybe @ gbpeople who work closely together over a loeggd of
time, supporting each other and relying on theffedént skills to achieve their goals. Teamworkeosf the
leadership share to all members, that is, leadersn be rotated among team members.

2.3 Typesof Teams
According to Hooper et al (2003) The types of tearnsld be traced to the period teams started gainin
popularity; the following were the types that eskt

1. Problem-solving teams. these were teams of 5-12 employees from eithersttlee department or
functional areas who were involved in efforts tonove work activities or to solve specific probleim.
this team, members share ideals or offer suggest@n how work processes and moths can be
improved but they are rarely given authority tolaterally implement any of their suggested actions.
Since this team was not able to implement theipast this led to the second type.

2. Self-managed work teams: A formal group which operate without a manager arelresponsible for a
complete work process or segment; the self-mangeged is responsible for getting the work done and
for managing themselves. This includes planning sectteduling work, assigning task to members,
collective control over the pace of work, makingemding decisions and taking actions on problems.
Many corporate organizations use self-managed teains.

3. Crossfunction team: It is regarded as a hybrid grouping of individualso are experts in various
specialties and who work together on various taSkss type of team is usually used in hospital
intensive care unit (ICU) composed of doctors, ptawists, a social worker, a nutritionist, the chief
ICU nurse, a respiratory therapist, etc.
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4. Virtual team 1. This is the final type. It uses computer techngldg link physically dispersed
members in order to achieve a common goal likeStih@wberry Frog, a small advertising agency based
in Amsterdam that relies on a global network of entvan 50 individuals from 22 countries. These
freelancers and their skills are brought in as edesh various projects. By relying on this virttedm,
strawberry Frog is able to exploit a network oftdak without unnecessary overheads and complex
work arrangements. In a virtual team networks, @denferencing, fax e-mail or even web sites where
the team can hold online conferences.

Batesman (2004) outlines another four types of gedrhey include:

1. Work teams that make or do things like manufactassemble, sell or provide service.

2. Project and development teams are teams that wolbmy-term projects but disband once the work is
completed.

3. Parallel teams are teams that operate separavefytfre regular work-structure and exist temporarily

4. Management teams are teams that co-ordinate andderalirection to the subunits under their
jurisdiction and integrate work among sub-units.

2.5 Creating Effective Teams

For any organization to achieve an outstandingesgm the pursuit of its goals, the manager muisirpo play
an operational process that will form and maintieam in which every member gives maximum commitme
to the task. This is called the effective team.abhieve the effective team, the following condifiamust be
met:

< Each member is fully aware of and has participatedietermining the organizational mission which is

in agreement with the beliefs and values of membdris state must be reviewed periodically to easur
its sustenance.

Performance is monitored to ensure that every @ct® in consonance with the mission and
competences are maintained through training.

The team contains all the expertise needed fotatleboth technical or process skills.

Care is taken in forming the team to ensure rapill @mplete familiarization; early socialization of
members will help and also there is need for feekiib@ know the true reaction of members.

« Any storming is viewed positively as an opporturtityexpose hidden agenda and remove grievance.
The leader needs to set an example in active liglemillingness to confront issues in a caring way
and by resounding assertively to negative commeéatshould gradually transfer accountability to the
team itself by refusing to accept responsibility fdhat should be group decisions. The worst coafse
action is to ignore storming with the hope thatiit go away.

< Norms of acceptable behaviour are produced in respto storming. It is better that this norm result
from free discussion by the leader.

« Leadership is allowed to move around team memberaccordance with their expertise while the
group’s overall leader is still accountable for greup’s performance. Thompson (2002).

2.6 Benefits of Effective Teamwork

Team work creates freedom among workers and, eaynthigh productivity. In Batesman (2005) Chris
Bungle, a BMW chief of design who works at the t&ichl heart of the BMW group, looked for ways to
counteract the suffocating effects of the compaimeésarchical festung (fortress) design culture rgHies of
authority were rarely crossed and where employaeslyr venture to interact with others outside thmin
assigned work activities. Although it was his raspbility to safeguard the all- important creatmcess he
also wanted his designers to build trusting refesfop with other designers and with the rest ofatwmpany. To
achieve this, Bungle built what he calls a “dutzetture” [an open, informal place where people drafnaid to
say what they really think].
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According to (Nancy 2008), a team that is effedtivaotivated produces three major benefits.

1. It maximizes the organizations human resourced) eamber of the team is coached, helped and led
by all the members of the team. Success or faifubmrne by all members and not the individual .sThi
gives the members the courage to take chanceshanehnthusiasm to venture and achieve bigger and
better successes. Failure is seen as a learnioggso

2. There is a greater quantity and quality of outperigrated for the organization. This is as a redithe
synergistic effect of team work which states that?22 5 instead of 4, which is the answer
mathematically; the extra is the effect of teamknagainst the sum of individual efforts.

3. Ateam produces change in an organization. No simglividual knows it all, rather, a team, whichais
collection of varied knowledge, skills and abil@gjeorought together to effect the change speedlilst
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as (Luccok Nalford in Bateman 2004) opines that ‘@ person can whistle a symphony, it takes an
orchestra to play it”.
Team work serves as a cornerstone of progressiveageanent for the foreseeable future. Team approach
creates, for an organization, natural channelsdecessful succession apart from the consequeatagement in
its intellectual bank. Too many organizations héaited, and many will yet fail, because decisioasd been
left in the hands of the managers and, probabhe tither few wise men who hold the key to the ssEof the
organization.

Team work, within the organization, produces atsgig which concentrates on the long term and thiding
together of a committed group of people who ardadéed to adapting to continuous change. It is algmod
way of building succession from within the orgatiaa rather than having to rely on outside taldfgt{osionu
2011).

Work teams interact primarily to share informatamd to make decisions to help each member do Hisrojob
more efficiently. The members of the team , wortemsely on a specific common goal, using their thasi
synergy, individual and mutual accountability, witlomplementary skills. In a work team, the combined
individual efforts of team members result in a leeé performance that is greater than the sum of¢h
individual inputs by generating positive synergsotigh coordinated effort (Ibid).

Trevor (1999) states that a team may be a grogeople who work closely together over a long peabtime,
supporting each other and relying on their différgkills to achieve their goals. It offers the styisor a good
opportunity to bring on, the informal leadershipttiencourages people to take the lead on subjeeysknow
well or to express a viewpoint that they feel stylgrabout.

Teams and Team work represent very powerful meshafor getting results and achieving significararetes
in organizations.

Utilizing team work process has the potential @iaeing the traditional hierarchical structure wittry flat, self
—directed, cross functional organizations. Sucimgeare referred to as high performance teams,ateighly
adaptive, difficult to build, expensive to maintaind glorious to behold (Bodwell 2013).

2.7 Stepsto High Perfor mance Team
Lindsay (2008) outlines seven elements of produeihggh performance team.

1. Purpose: There should be a fundamental reason behind ngeatiteam and committing valuable

business resource to support it to achieve the goal

2. Commitment: A conscious decision taken individually or colleety by the team to dedicate time and

energy to achieve the purpose or goals set byubkiméss organization.

3. Trust: There should be a decision by all those involvedneeting the team’s goal, to rely on each

other’'s competences and integrity to achieve sscieghe organization.

4. Enabling: The enabling stage provides the core requirenfentaow the team will operate and how

individual stakeholders will contribute to that oaigon. These core requirements are:

i Capability: The skill, knowledge and capacity of individuadlgtholders and the team to
perform the required tasks within the agreed tiraenk to ensure that the goals are achieved.

ii. Accountability: The acceptance, by all parties, of the respoiitsgsil of individual
stakeholders and the team in the achievement déttra’s goals.

iii. Principles: The agreed ‘rules’ processes and norms which ¢te@pe and govern how the
team works together to achieve its goals. Theseiptes provide the glue which keeps the team
together and the necessary structure from whichtgrecreativity, efficiency and risk taking can
emerge.

5. Energizing: The element of energizing, provides the team \lia fuel to overcome obstacles and

create innovative solutions on the route to sucCH®s element is:
Creativity: The fostering of a team culture and environmenicvistimulate the creation, capture and
implementation of innovative ideas etc.

6. Responsiveness. The capacity of individuals and the teams to rqamsitively and effectively to

unforeseen obstacles or change.

7. Recognition: The continuous application of individual and teafforts which contribute to the

building of the team and the achievement of thdsggoa
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A high performance team is a team which are faremedficient and productive than any other typeeafn/.
This team is self managed and there is no offigater. It has established norms, goals and everi®in
agreement with the mission statement. In a morpoaared structure, teams are controlled less assl le
(Thompson 2007).

This has many advantages, such as: more fleyilitd greater work satisfaction but can also haamym
negative consequences., for instance, if the tsaonérwhelmed by the feeling of freedom, thereaisistrophe.
There is therefore need to balance between optéwel of autonomy and control. Faisal Al-Madi e(2012).

2.8 M easures of Performance
Team performance, according to sandstorm (2005médasured by quality, quantity and the time spent i
delivering the products which are the performamckciators.

In both manufacturing and service industries, penfoce is measured by the following indicators:-

- Speed with which assignments are carried out

- The volume of output or work done

- The quality of work done

- The efficiency and effectiveness of the work.

The team advocated for must be committed to compunpose, common performance goal and common
approach for the achievement of the organizatigoal. Such commitment is against any form of patail
independent operation by members because theyrjlinpahe realization of the benefits of team wtokhe
organization.

Managers realize, more than ever, that team wodviges a competitive advantage and greatly improves
organizational performance. They know the poteritialthe whole is far greater than the sum ofridividual
parts (Bateman and Snell 2004).

3.0 M ethodology of the Study

This study adopted a survey method. The primatg dere collected using questionnaire and orahiges to
both senior and junior staff of the university afysria, Enugu Campus while the secondary data wa@lected
from textbooks, journals and internet materials.

The population of the study was 2940 comprisingsbweior staff (980) a junior staff (1960). A sampiee of
352 was drawn from the population of 2940 usingoTéamane formula at 5% error tolerance and 95%esegr
of freedom.

The response format was a 4-point Likert scaleotAltof 352 copies of questionnaire were distridutet only
305copies were duly completed and returned. A pretas done on the questionnaire to show the walidithe
instrument. The data obtained were presented aalyzed with descriptive statistics while the cepending
hypotheses were tested using Pearson correlationchinsquare at 0.05 alpha level with the applaratof
statistical package for social science (SPSS)

ResultgAnalysis

The data collected from the field were presentedi @malyzed with descriptive statistics to answer ribsearch
questions earlier given while the correspondingatlypses were tested with Pearson’s correlatiorchiRdquare
at 0.05 alpha level.

Question 1: What ar e the effects of workers commitment towar dsteamwork on the organization.?
Tablel: Team work produces high perfor mance of workers.

Question: do you agreethat, Agree Disagree Total

When workers are committed to team work it produreest for the 250 55 305

achievement of the team objective which producgh performance of (260) (45)

workers in the organization

Trust and commitment to common purpose, commoropagnce goals 270 35 305

which team work produces creates conducive atmeosgbework and [269] (45)

higher yield to the organization

Total 520 90 610(100
(85 15

Sour ce: Field Work 2012
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Table 1 shows that a total of 250 respondents atirae commitment to team work produces zest for the
achievement of the team objective which producgh pierformance of workers in the organization wiitdy

55 has contrary opinion. Again trust and commitntertcommon purpose, common performance goal whieh a
the ingredients of teamwork yield high performamdth 270 respondents in favour and 35 againstriinfthe
above ,520(85%) of respondents are in agreemehtdhework is an important work process that wiélg
high performance of workers .in the organization

Ho: Teamwork does not have significant effect @hperformance of workers.
Table 2: Chi-squaretests
Value df Asyme Sig (2 sided)
Pearson’s chi-square 37.161(1) 3 000
Likelihood Ratio 32.924 3 000
Linear-by-Linear Association 11.301 1 001
Not valid cases 610

Source: SPSSVERSION 15.00

Table 2 is the output of the computer chi-squareiesafrom the cross tabulation statistics of obsérand
expected frequencies with the response optionsgfeato disagree based on the responses of tharcbse
subjects from the University of Nigeria. Pearsonstfuare computed value $¢37.161) is greater than the chi-
square tabulated value of & 7.81) with (¥ = 37.161 P < .05).

Question 2: What is the relationship between team work andkeusr skill enhancement.
Table 3: Relationship between team work and worker s skill enhancement

Question: Do you agreethat; Agree Disagree Total
Team work assembles complimentary 268 32 305
skills with the synergistic effect of high (279) (23.5)

performance of workers.

Team work creates forum for professional 290 15 395
interaction of workers which enhances (279) (23.5)

their skills.

Total 558(92) 52(8) 610(100)

Source: Field Work 2012

The above table shows that 268(44) out of 305 mdputs agree that team work assemblies complimentar
skills with the synergistic effect of high perfornt@ of workers where as only 32(6%) out of the 305
respondents disagree to this assertion. In the ¢abte 290 (48) out of the 305 respondents agraetdam
work creates forum for professional interaction wabrkers which enhances their skills when only 15(2)
respondents do not agree. Therefore a total of9288] out of 610 respondents support the view #mnivork
enhances the workers skills.

Ho: There is no significant relationship betweeanewvork and workers skill-
enhancement.
Mean Std deviation N
Team work 1.55180 .80735 .305
workers skill | 1.3148 .62245 305
enhancement

Sour ce: SPSS VERSION 15.00
Table4 Correlations

Team work Workers skill
enhancement

Team work Pearson correlation 1 .872(*)

Sig (2-tailed) 305 .000

N .872(*%) 305
Workers skill enhancement Pearson Correlation | 872(**) 1

Sig (2-tailed) .000 305

N 305

Table 4: Shows the descriptive statistics of tlaneork via workers skill enhancement with a meapoase of
1.5180 and std deviation of .80735 for team world anmean response of 1.3148 and standard deviation
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.62245 for workers skill enhancement and the nunalbeespondents (305). By careful observation ahdard
deviation values there is no much difference imgepf the standard deviation scores. This imples there is
about the same variability of data points betwéendependent and independent variables.

Table 5 is the Pearson correlation for team wordk anorkers skill enhancement. The correlation dicieht

shows 0.872. this value indicates that correlatiosignificant at 0.05 level (2-tailed) and impligmsat there is
relationship between team work and workers skitisartement (r = .872) The computed correlationsfiicient

is greater than the table value of r=.195 with aG@/0-tailed test (r=.872), P <.05) since the cormgu=.872, is
greater than the table value of 195, we reject rth hypothesis and conclude that there is a dSicpnit

relationship between team work and workers skitiaatement (r = .833, P < .05).

Summary of Findings

1. Team work has significant effect on workers parfance.
(X% =37.161 > % = 7.81)
3. There is significant relationship between teaonkwand workers skill

enhancement (r = 0.872; P < .05)

CONCLUSION

The need to organize the work process into teamsatebe overemphasized in any organization espgdial
the university of Nigeria Enugu campus because teanrk yield is more than the sum of the individgal’
efforts. Again team work creates forum for professi interaction which enhances workers skills gietds to
the organization.

RECOMMENDATION

e The study recommends that Nigerian universitiesukhdmbibe team spirit with flexible adherence to
traditional hieratical structure for a ore effeetigerformance since ideas, knowledge and insighfaamd
all over the organization among workers when broughether in teams. The flexibility will help the
workers act when it is appropriate.

¢ The study recommends periodic rotation of workessifone unit/departments to another to remove ithe b
and increase commitment to common goal.

e The university should provide a supervisory teaat ffays impromptu visits to units/departments tsuesm
efficiency and effectiveness of operations.

e |t also recommends an aggregation of differentgssibnal skills for inter-dependencies in the etienuwof
activities, this will create forum for professionateraction and skill enhancement of workers..
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