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ABSTRACT

The purpose of the study was to determine the effect of Teamwork development on organizational
performance of National. This suggests that when employees are allowed to work in teams with defined
roles, employees perform well which is manifested in the overall organizational performance. Survey
research design was adopted in this study. The population of the study consists 321 public hospital. The
sample size consist 321 which enter population. Data were source from both primary and secondary
sources. The method used for data collection in this study was interview and questionnaire. Content
validity was adopted. Test retest and Copach Alpha was use in testing the reliability of instrument. The
data collected were analyzed using simple percentage and Multiple regression was use in testing
hypotheses at 0.05 level of significance. The result shows that Shared values had a significant effect on
the employees’ performance in public hospital; mutual trust had a significant positive influence on
employees’ performance in public hospital and team roles has a significant positive effect on employee
performance in public hospital in Anambra State,, Nigeria. The study concluded that Shared values,
Mutual trust and team roles had a significant positive effects on organizational performance. The study
recommended that management should promote shared values in the organization through allowing
employees to have their expressions and view listened to. Mutual trust should be promoted in the
organization, where by managers should trust their subordinated and assign them responsibilities and the
subordinates should also trust their superiors. Further management should encourage team work, because
team roles have a significant effect on organizational performance.
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INTRODUCTION

Teamwork development is the process of working together among a group of people in order to
accomplish a goal or a set of goals. The external factors that affect Teamwork development are the
political, economic, social and technological whiles the internal factors of Teamwork development
constitute leadership style, diversity (culture, talent and personalities) communication, and cohesiveness
among others which affects Teamwork development. Teamwork development is as old as mankind, and a
variety of organizations use the term Teamwork development in either many ways, such as in the
production, marketing processes, and many others. Management team, production team or an entire
organization can be referred as a team (Ooko, 2015). Team work enhances organizational cohesion or
integration consequently giving rise to synchronization of efforts among the employed resulting in higher
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productivity (Mbinya, 2013). Currently many organizational disciplines have adopted Teamwork
development as essential in achieving success and their mission statements routinely allude to the
importance of Teamwork development, utilizing such words as cooperation, coordination, collaboration,
and Communication as key components. According to Mulika (2015), Teamwork development can be
instilled into organizational culture with time and focused leadership. However, many organizations lack
both of these elements. In organization where team work has been embraced Belonio (2012), asserts that
higher integration among employees in institutional objectives results in better organizational health.
Studies show that employees working within the teams can create more output as compared to individual
(Femi, 2014). Working in a team empowers people and helps them develop autonomy, which is a source
of profound job satisfaction and reduces stress (Hayes 2005). There are various ways that employees feel
that they are satisfied with their jobs is through motivation factors like salary increment and recognition.
In cases where there is no motivation and recognition of employees they fail to have strong team work
and at the same fail to achieve their targets. Joanne (2015) note that Teamwork development is the most
appropriate way of humanizing manpower use and potentially raising performance of individuals within
organizations. With support from higher level management, an employee works with assurance in team
and increases productivity of the organization. Nowadays, managers are assigning team projects to
employees with chance to strengthen their knowledge and develop their skills. For teams to execute
optimally, members should also have respect and trust for each other in two dimensions as individuals
and for the contribution each brings to team’s results (Manzoor, Hafizullah, Hussain, Ahmad, 2015).
Another view on team effectiveness is by Mulika (2015), where he state that a team’s effectiveness can be
determined by its structure, membership and processes that relate to the level of trust, cohesion, efficacy
and commitment. There are also several variables that influence teams in terms of organizational and
societal contexts. Mulika (2010) show some other criteria that can be used to measure team effectiveness
when focusing on multicultural teams, which are productivity and performance, as well as team members’
satisfaction and learning. Integration of these factors leads to understanding of team’s effectiveness.
Cultural norms in this case can have influence on team member’s perception on processes and
performance. Team member’s individual criteria for the team’s effectiveness will relate to their
satisfaction of the performed task (Mulika, 2015). Individual skills acquired by the employee plays a big
role in the achievement of Teamwork development in organization. An employee in organizations is
expected to exhibit professionalism through a consistent commitment to the maintenance of excellent
work relationships and development of Teamwork development (Hardstone, Hartswood, Procter, Slack,
Voss, Rees, 2004) , Without proper skills and qualification it is not easy to fit in teams and give diverse
views and better approach.

Objectives of the Study

The main objective of this study is to examine the effect of organizational change on employee
performance in public hospital in Anambra State,, Nigeria: While Specific objectives include to:

1. Determine the effect of shared values on employee performance in public hospital in Anambra
State, Nigeria.

2. Examine the influence of mutual trust on employees’ performance in public hospital in Anambra
State, Nigeria

3. To investigate the effect of team role on employee performance in public hospital in Anambra

State, Nigeria.
Research Questions
The following research questions were formulated in line with the objectives of the study to guide this

study:
1. To what extent does shared values affect employee performance in public hospital in Anambra State,
Nigeria?

2. To what degree does mutual trust influence employees’ performance in public hospital in Anambra
State, Nigeria?
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3. To what extent does team roles affect employee performance in public hospital in Anambra State,
Nigeria?
Hypotheses
The following hypotheses were formulated to guide this study. The hypotheses are presented in null form.
Ho:: Shared values has no significant positive effect on employees’ performance in public hospital in
Anambra State, Nigeria.
Ho,: Mutual trust no significant positive influence on employees’ performance in public hospital in
Anambra State, Nigeria.
Hos: Team role has no significant positive effect on employee performance in public hospital in Anambra
State, Nigeria.

REVIEW OF LITERATURE

Conceptual Framework

Work team Development

Work team development also known as team work development may be described as a collection of
individuals who pull together to achieve the same functions and goals to offer an outstanding services.
Teamwork development is the manner of operating collaboratively with a group of humans as a way to
achieve an objective. The outside factors of Teamwork development are the political, monetary, social
and technological factors that have an effect on Teamwork development whiles the internal elements of
Teamwork development constitute leadership fashion, variety (tradition, expertise and personalities)
communication, and cohesiveness amongst others which affects Teamwork development. Employees who
work in a company that doesn't have a strong idea of Teamwork development, usually fail to supply the
predicted effects and to achieve the dreams and visions of that organisation (Vaskova, 2007).

Teamwork development is essential to make certain democracy on the workplace, enhance alternate,
inspire innovation and creativity, and allow for powerful selection—making and networking (Jalal, &
Putri, 2015). Teamwork development includes forming teams which are expected to labor coherently
towards the realization of organizational goals. Teamwork development enhances organizational
brotherly love or integration consequently giving upward thrust to synchronization of efforts amongst the
employed ensuing in higher productiveness. Bad implementation of team work in agencies has had an
effect on the overall output of personnel in corporations. Hersey (2017) narrates that Teamwork
development is crucial in company for better output and a better bonding amongst personnel.

Shared Values And Organizational Performance

Shared values refer to beliefs, values, and expectations, which members of an organization hold
consensually. The values and systems form the basis of a strong culture (Robbins, 2014). It also provides
the central source of integration, coordination, and control. This implies that organizations that have
shared values develop a mindset and a set of organizational systems that create an internal system of
governance based on consensual support. Clarifying what are the wanted behaviors related to the shared
values, is fundamental when creating an effective and attractive work environment. The outcome from
this exercise together with a shared vision and mission form a strong foundation for the team culture.
Note that this is a learning journey, which demands continuous and consistent follow-up reflections and
improvements to ensure that the team and its members walk-the-talk (Robbins, 2014).

Every company has a culture, and it starts with the brand, which is typically not fully understood. The
brand is not the exterior customer facing material like advertisements, the website, logos and taglines. The
brand starts with the employees, which are the catalysts for a healthy company. What they say, how they
act, how they talk to customers, and more importantly, how they buy into the company value system is
critical (Zainal, et.al 2015). Zainal, Huey, Nasir & Hussein (2015) noted that a company’s culture
consists of many different types of people, personalities and work habits. It’s a highly complex ecosystem
that is difficult to manage and keep on course. Companies tend to fail because they do not have a
consistent, clear and articulated corporate culture that informs employees of expectations. When the
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culture is not thoroughly explained and continually reinforced, problems will materialize. These problems
can be a preliminary symptom of why companies are unable to create and sustain healthy growth.
Successful corporate communication really starts with a healthy business culture that promotes and
models the same value system from the top down. Leaders of the company must clearly define the values
of the organization, the vision of leadership and expected behaviors for employees.

Values in teams are the specific beliefs about what is right and wrong around people. Organizational and
team values are about the culture the team should encourage, the standards they should have, and the
principles that should underpin the team’s efforts. Over time all other things may change an
organization’s people, strategy, finances, beneficiaries but its values should not. If these are allowed to
degenerate, a team no longer has any unifying core, it will fragment, staff turnover will increase and
results will plummet (Naranjo, Jiménez-Jiménez & Sanz-Valle, 2014). The backward development in
organizations today can be attributed to inadequate Teamwork development among workers in an
organization which in the long run affects the performance of the organization. Huge amount of money is
also lost due to Teamwork development inadequacies which to say the least, drains the organization’s
meager resources with its far-reaching and attendant consequences on the development of the
organization (Cannon-Bowers, 2014).

Mutual Trust And Organizational Performance

Trust is a driving force for business creation, and to create a global business needed to build a team that is
capable of meeting the challenge. Trust is a key factor in team building and a needed enabler for
cooperation. In general, trust building is a slow process, but it can be accelerated with open interaction
and good communication skills. The fast-growing and ever-changing nature of global business sets
demands for cooperation and team building, especially for startup companies. Trust building needs
personal knowledge and regular face-to-face interaction, but it also requires empathy, respect, and
genuine listening. Trust increases communication, and rich and open communication is essential for the
building of high-performing teams. Other building materials are a shared vision, clear roles and
responsibilities, willingness for cooperation, and supporting and encouraging leadership (Moghimi,
Chamanzamin & Shaghaghi, 2014).

Trust is a complicated aspect of the relationships between persons, but trust on the team level is even
more complex. Trust increases communication, commitment, and loyalty between team members. Trust
can be considered as a foundation that enables people to work together, and it is an enabler for social
interactions. It can also improve team performance and increase the probability of creating successful
companies (Marique & Stinglhamber (2016). Trust plays a crucial role when global business teams,
startups, and networks are being created (Harisalo & Miettinen, 2010). In modern organizations, trust has
become increasingly important because the organizations cannot rely on formal policies and rigid rules.
The team is a basic unit of performance for most organizations; it melds together the skills, experiences,
and insights of several people (Marique, and Stinglhamber, 2016). High-performing teams are not usually
a collection of the brightest individuals. Rather, they are functioning entities that have diverse roles for
the team members who provide the skills and knowledge to succeed. Healthy rivalries between team
members enable the team to perform at a high level, but only if the team is built on robust trust (Tienari &
Piekkari, 2011).

Mutual trust is a relatively slow and long process compared to other business processes, but it can be
accelerated with open interaction and good communication skills. Shared experiences create trust and
trust, in turn, enables deeper levels of interaction and expression between team members. Trust building
requires openness, informing, honesty and arguments; trust also enables free sharing of ideas, which is the
basis of innovation processes. Usually, the feeling of trust is based on intuition and emotions (Hardstone,
Hartswood, Procter, Slack, Voss, & Rees, 2014). Becton, Wysocki & Kepner (2015), they stressed that
team have five keys defining characteristics. First, team exists to achieve a shared goal; simply put, teams
have work to do. Team produces outcomes for which members have collective reward.
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Second, team members are interdependent regarding some common goal. Interdependence is the hallmark
of Teamwork development. It means that team members must rely on others for information, expertise,
resources and so on. Third, teams are bounded and remain relatively stable over time. Mbinya, (2013)
described team as two or more people who interact and coordinate their work to accomplish a specific
goal. He also said that the definition has three components. According to Joanne (2015), a team is driven
by a common goal. In order to have an effective team, that common goal needs to be spelled out in
advance and understood by team members. What helps a team achieve success is focusing on the team
goals. Put the goals in writing so everyone can see and understand what the objectives of the team are and
help to work toward accomplishing them. A team works well when the members understand what they
will be compensated for their efforts. All business notes it is best to come up with a compensation plan
before assembling the team.

According to Becton, Wysocki & Kepner (2015) the idea of organizational performance is linked to the
ideas of effectiveness and efficiency. However, the conception of organizational performance is very
common in the academic literature because of its role in achieving goals and objectives of an
organization, its definition is not easy because of its many meanings. For this reason, there isn’t a
universally accepted definition of this concept. In the '50s organizational performance was defined as the
extent to which organizations, viewed as a social system fulfilled their objectives (Robbins, 2014).
Performance evaluation during this time was focused on work, people and organizational structure.
Employee performance is a term typical to the Human Resource field where employee performance can
refer to the ability of employees to achieve organizational goals more effectively and efficiently. It
involves all aspects which directly or indirectly affect and relate to the work of the employees. For
performance to be effective, employers should recognize the regiment desires and needs of the
employees. According to Zainal et. al.(2015) Ways in which employee performance can be increased
include; proper incentive systems which may be financial or nonfinancial. Financial incentives include;
salaries, allowances, overtime payment, bonus and wages, while non-financial incentives include;
promotion, medical allowance, training, transport, subsidized housing and meals. This should be after
identifying the needs and desires of employees that can be satisfied hence increased performance.
According Sanz-Valle (2014) found out that performance might not occur if the environmental conditions
are so unsuitable as to present insurmountable barriers to performance. In less dramatic terms, missing
tools and equipment, competing priorities, a repressive climate and other factors can interfere with our
ability to perform as expected, regardless of our motives or our repertoire, the presence or absence of
feedback and the quality of the mental models that guide our thinking and actions. In short, the task
environment must support the desired performance; at the very least, it must be manageable. Mulika
(2015) wrote that as much as an employer may not want to be affected by the personal life of his
employees, personal problems can sometimes affect employee performance. Managers need to be
sensitive to employee personal problems, and be prepared to discuss the issues with employees when
necessary. If an employee requires time off to deal with a personal problem, then granting that time off
will help to show all of your employees that the company values its employees. Mulika, further notes that
organizational performance encompasses three specific areas of firm outcomes which include: (a)
financial performance; (b) product market performance; and (c) shareholder return. The term
Organizational effectiveness is broader. Scholars in many circles are concerned with organizational
performance. The idea of organizational performance is based on personnel’s effectiveness and
efficiency. Business organizations must produce the right products and it must produce them using the
fewest possible inputs to have a strong organizational performance.

Team Roles On Organizational Performance

When people have their compensation expectations laid out before they sign an agreement to join the

team, compensation can be removed as an obstacle to effective Teamwork development. If all team

members feel they are being compensated fairly, that can help lead to maximum productivity. Encourage

open team role among teammates so they can learn how each other communicates. This means informal
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communication as well as professional communication. Encourage interaction between team members
outside of the office to develop better communication. Managers should hold regular meetings to keep a
team updated on important information and to offer training (Czaplewski, 2013). Good listening skills
will help one to engage in roles of a team regarding what the other person is speaking about. Avoid the
impulse to listen only for the end of their sentence so that you can blurt out the ideas. Do not interrupt or
talk over other people. This will leave other people feeling discounted, unheard and may lead to
phenomenal misunderstandings (Moghimi, Chamanzamin & Shaghaghi, 2014).
Working as a team increases the efficiency of departments exponentially. As each team member learns
their role in the company’s structure and how their role affects the work of the rest of their team, they will
begin to understand how their work can speed up and ease the work load of their peers (Mulika, 2015).
This peer influence will help instill a communal sense of responsibility and help the department flow and
work better as a whole. By encouraging Teamwork development, managers place employees in a position
where their place in the company, as a part of the whole, is reinforced and highlighted. Feeling like a
valued member of the team helps the employee feel more ingrained in the company and this sense of
personal investment encourages a sense of ownership of their work for the company (Cannon-Bowers,
2014). They work not only for the company but also to not let their team down. Working as part of
employee Teamwork development can improve learning and is a much needed skill in today's work place;
some team exercises should be included in the classroom. With well-planned out tasks, careful guidance,
and close observation, instructors can make team exercises extremely valuable learning experiences.
Teamwork development is a joint action by a group of people, in which each person subordinates his or
her individual interests and opinions to the unity and efficiency of the group.” This does not mean that the
individual is no longer important; however, it does mean that effective and efficient Teamwork
development goes beyond individual accomplishments (Robbins, 2014). The most effective Teamwork
development is produced when all the individuals involved harmonize their contributions and work
towards a common goal aiming at improving the performance of the given tasks. Teamwork development
has become an important part of the working culture and many businesses now look at Teamwork
development skills when evaluating a person for employment. Most companies realize that Teamwork
development is important because either the product is sufficiently complex that it requires a team with
multiple skills to produce, and/or a better product will result when a team approach is taken. Therefore, it
is important that students learn to function in a team environment so that they will have Teamwork
development skill when they enter the workforce. Also, research tells us that employee learn best from
tasks that involve doing tasks and involve social interactions (Shaghaghi, 2014).
High group morale and loyalty, empathy, and an open climate of trust and acceptance characterize team
development. Even though one member may be identified as the "coordinator" for a particular group task,
leadership roles are shared among all members. There is freedom to select from the variety of working
relationships. Group members agree to disagree; they agree to settle conflicts, to make decisions, and to
proceed to work together on the basis of criteria identified by the group. The team is both effective and
efficient in meeting deadlines and accomplishing its objectives. Productive results are most evident
(Ahmad, 2015). Attention is given to the talents and skills which each member might contribute to the
effort that improves on the performance of the organization. Hidden talents may go undiscovered as the
group is still dealing at a superficial level and still blinded by stereotypes and labels, if talents overlap, if
there are too many experts on the same subject, or if additional skills are necessary, decisions are made
about whether to add or drop members or develop the skills of existing members and members are added
or subtracted from the team, the team development cycle begins again (Ladyshewsky, 2015)
The impact of teams on organizational performance has been a topic of many researches done by
academics and practitioners for the previous years (Joanne, 2015). The main likely reason for this
attentiveness is the belief that teams can affect the performance of organizations. The work of a team is
deliberated by some researchers to be particularly important in attaining organizational goals and in
evoking performance among subordinates. Some reasons indicate that there should be a relationship
between Teamwork development and performance. Scholars and practitioners suggest that effective teams
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can facilitate the improvement of performance when organizations face new challenges. Understanding
the impact of Teamwork development on performance is important because Teamwork development is
observed by some researchers as one of the key driving force for fostering a firm’s performance (Joanne,
2015).

Organizational Performance

Jain, Apple and Ellis (2015), define performance as an act or process by which actions and activities are
carried out to achieve an intended outcome. Whether in our personal or professional lives we live in a
performance-based culture. However, in order to achieve improvement in any given performance, one
must know first what defines a quality performance. Therefore it is important to understand the factors
which play an important role in any performance. Performance measurement is the process by which
information about the performance of an individual, group, organization, system or component is
collected, analyzed and/or reported (Upadhya, Munir, & Blount, 2014). Organizational performance was
not only the outcome of Ahmad, Abbas, and Hussain (2015), it was a continuous process of various
activities. Capabilities were the effort to do activities which were the processes leading to the
performance of the organisation. Performance is the quantity and/or quality of the outcome of the
organization's individual work in carrying out the main task and function that is guided by the norm,
standard, operational procedure, criteria and proposal already assigned or applied in the organization
(Moeherino,2012). Al-Jammal, Al-Khasawneh and Hamadat (2015), defined organizational performance
as the level of workforce effort and achievement. Organizational performance can be defined in
Okunribido (2015) in terms of quantifiable work behavioral outcomes and behavioral dimensions (work
related communication, decision making, attention to detail) that are less quantifiable. Performance is
defined as the result of actions with the skills of employees performing in a given situation (Prasetya &
Kato, 2011).

Theoretical Framework

Teamwork theory

First advanced in 1965, Tuchmans version is widely called a foundation for effective crew building
(Tuckman, 1965). The most famous teamwork theory is Bruce Tuchman®s “team stages model.
Tuchman®s version is extensive as it acknowledges the truth that companies do not start out completely-
shaped and functioning (Tuckman & Jensen, 1977). Tuchman®s indicates that groups grow through truly
defined levels, from their creation as businesses of individuals, to cohesive, project-targeted groups. The
idea holds that four phases take place in the group development to overall performance which encompass;
the formation of the organization is the very first segment where the employees try to figure out their
different teammates, and marvel why they're there at all. Storming is the second one section by way of
which the group participants start to simply see themselves as a crew, however this can also be
challenging as teammates attempt to position themselves as chief as opposed to follower (Abudi, 2010).
All through the third phase, that's known as "norming" is where the group starts working together and
establishes dreams, policies, and figures out who does what, and what the result is. Performance is the
ultimate segment and that is the factor wherein the crew starts to recognize its not only the just the
undertaking, however also the relationships of the group individuals. It*s at some stage in this level that
the team begins developing collectively (Pfeiffer, & Jone, 1973).

Tuchman describes working with a group of social psychologists, on behalf of the U.S. navy. The team
studied small institution behavior, from numerous views. In doing so, Tuchman reviewed 50 articles on
group improvement and observed that there have been features common to these small companies: the
interpersonal or institution shape, and the assignment activity (Lipnack & Stamps, 1997). From this he
recognized that agencies developed into teams through four common degrees. First is an orientation,
trying out segment which regularly led to duration characterized by a degree of struggle. This then
typically resolved itself, main to a greater socially cohesive phase. Finally, groups settled to a functional
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section, throughout which they focused on position-relatedness. To summarize these 4 phases, Tuchman
coined the oft-quoted terms: “forming”, “storming”, “norming” and “appearing”.

Tuchmans ideas definitely indicate that it takes time to attain the “accomplishment” stage, and its
standard for those teams to undergo challenges as they improve their relationships. Specifically within the
early period, which is perhaps why Tuchman called it the “storming” segment. Tuchman*s famous stages
are part of a teamwork idea based on tiers of group development. His theory may have won reputation
partially because of the catchy labels for every of his levels (Sims, & Manz, 1994). It additionally affords
a useful and easy way to reflect considerations on how we human beings engage in group situations. First
off by way of illustrating that it"s regular for teams go through phases as they develop. Secondly, by
highlighting the want to manipulate one-of-a-kind factors of group behavior at every stage of
development. The beauty and usefulness of Tuchman®“s model is possibly in its simplicity. Group
development theories such, as Tuchman®s institution improvement phases; understand that teams expand
via unique stages, from forming through to acting. At the same time as these theories provide useful
information of different group necessities at exclusive times, there are some of questions that aren“t
particularly properly responded to with the aid of the models.

Empirical Review
Abuzid and Abbas (2017) did a have a look at the effect of Teamwork development effectiveness on
organizational performance vis-a-vis function of organizational guide and crew leader's readiness with
cognizance to a look at of Saudi Arabian government Departments work teams. The research focusesed
on analyzing the impact of Teamwork development on the employees of Dhofar University. Several
factors associated with Teamwork development were analyzed, which include the idea of believe,
management and shape and performance evaluation and rewards. The outcomes shows that there is strong
and enormous connection between the unbiased variables; Teamwork development, trust, leadership and
structure, overall performance evaluation and rewards and the performance of the faculty staff of Dhofar
university in Sultanate of Oman.
Agarwal and Adjirackor (2016) undertook a study of Teamwork development on organizational
productivity in a few selected basic schools in the Accra metropolitan assembly. The research assessed
the effect of Teamwork development on organizational productivity on the workforce of Kwashieman
Anglican College of the Accra Metropolitan Assembly, Omanjor M/A primary school the Ga-West
assembly and Ablekuma Anglican school in the Ga-central assembly of Accra region. The study
employed quantitative techniques to research the connection among the variables this is Teamwork
development, team Spirit, team, trust, reputation and rewards and organizational productivity. The
research suggests that there is a tremendous advantageous effect of the predictors at the reaction variable
with an adjusted R2 of 70.5%.
Delarue, Van Hootegem, Procter and Burridge (2018) did a study on crew working and organizational
performance: An evaluation of survey-based research. In particular, the study targeted on empirical
studies in which both Teamwork development and overall performances are directly measured in a
guantitative way. The paper starts by means of figuring out 4 interrelated dimensions of Teamwork
development effectiveness: attitudinal, behavioral, operational and financial. The first two signify
transmission mechanisms by which organizational performance can be improved. The latter two grant
direct measures of organizational outcomes. The assessment suggests that team working has appositive
have an effect on on all four dimensions of performance. It also reveals that, when Teamwork
development combined with structural change, overall performance can be in addition enhanced.
Ooko and Odundo (2015) conducted a study on impact of Teamwork development on the success of
objectives in organizations in Kenya with center of attention to SOS youngsters,,s villages Eldoret. The
study adopted descriptive research design. The target population for this research was 111, comprising of
administration and all exclusive employees of SOS kids“s Village, Eldoret. Using Morgan and Krejcie
table for determining sample Sizes, a sample size of 92 respondents, representing 83% of the whole
populace of SOS employees was drawn from each set of administration and the conventional personnel
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using stratified random sampling approach. Stratified random sampling was used to pinpoint respondents.
The researcher used questionnaires, interviews, article review and surveillance strategies to acquire
information. Statistical Package for Social Scientist (SPSS) was used to analyse the data. Job descriptions
were established be ambiguous and there was responsibility overlaps in many instances, creating
confusion and disagreements among employees. The study also established that job satisfaction can be
achieved through recognition of achievement, promotions, good working environments and fair rewards
and remunerations. This can impact team performance if done correctly. The study found out that the staff
at SOS Children*s Village in Eldoret are qualified for the various responsibilities assigned and that most
had undergone extra training within and without SOS.

Ayan (2014) conducted a study on the impact of Teamwork development on organizational overall
performance in Kenya with special recognition to Kenya livestock marketing Council (KLMC)- Nairobi.
Several measures of team overall performance were analyzed which include team effectiveness, group
participants' dedication and team based enterprise structure. Besides, the study pays attention on the role
of team work on improving organizational effectiveness. After massive evaluation of literature, the study
found that the consequences of Teamwork development on organizational performance were not well
tested in-depth. Finally, the review suggests future study areas that prospective researchers must
concentrate to give well-mounted findings to address the limitation of the preceding studies.

Karanja, Muraguri, and Kinyua (2018) did a research on results of Teamwork development on overall
performance of the water service regulatory board. The target population was all personnel of the board.
A sample size of 118 respondents was used. Primary and secondary data was collected from various
authoritative sources such as books, published articles, and journals. Properly formulated questionnaire
was the primary tool used in the collection of the statistics required in the study™s primary data.
Questionnaire responses were tabulated, coded and processed by using use of Statistical package for
Social Sciences and Microsoft excel, which was used to generate the statistical outputs. Descriptive data
and inferential facts were used to draw conclusions. Further, regression analysis was conducted to
establish the relationship between performance and Teamwork development. The findings were then
provided in tables and charts. The study observed that Teamwork development improvement has a great
effect on overall performance in corporations. In the dynamic enterprise surroundings, many
organizations find use of groups efficient and productive.

METHODOLOGY

Survey research design was adopted in this study. Survey research includes questionnaire and oral
interview, it attempts to highlight the effect of teamwork development on organization performance in
public hospital in Anambra State, Nigeria. The population of the study consists 321 public hospital. The
sample size consist 321 which enter population. Data were source from both primary and secondary
sources. The method used for data collection in this study was interview and questionnaire. Content
validity was adopted. Test retest and Cronbach Alpha was use in testing the reliability of instrument. The
data collected were analyzed using simple percentage and multiple regression was use in testing
hypotheses at 0.05 level of significance.

DATA PRESENTATION AND ANALYSIS

The data generated from the employee of the sampled ministry were presented, analyzed and interpreted.
A total of three hundred and twenty one (321) copies of the questionnaire were distributed to the
employees of the selected plastic firms. A total of three hundred and twenty one (321) copies were
retrieved from the respondents, out of which three hundred (300) copies were properly filled and found
usable for the study. The 21 copies were not properly filled by the respondents. The section covers A the
demographic features of the respondents. Section B analyzed the data relevant to research questions.
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Research Question 1: To what extent does shared values affect organizatonal performance in public
hospital in Anambra State,, Nigeria?
Table 1: Respondents’ view on shared values affect organizatonal performance

Frequency Percent Valid Percent
Disagree 111 38 38
Neutral 30 10 10
Strongly Agree 151 50 50
Strongly Disagree 4 1 1
Agree 4 1 1
300 100 100

Source: Field Survey, 2024 /SPSS

Table 1 reveals that 50% of the respondents strongly agree that shared values affect organizatonal
performance 1% agree, 10% are neutral, 1% disagree while 38% of respondents disagree.

Research Question 2: To what degree does mutual trust influence organizational performance in public
hospital in Anambra State,, Nigeria?

Table 2: Respondents’ opinion on whether mutual trust influence organizational performance

Frequency Percent Valid Percent
Agree 161 54 54
Strongly Agree 93 31 31
Neutral 22 7 7
Disagree 14 5 5
Strongly Disagree 10 3 3
Total 300 100 100

Source: Field Survey, 2024 /SPSS

Table 2 shows that greater percentages 31%of respondents agree that mutual trust influence
organizational performance, 56.3 % strongly agree, 7.3% are neutral, 3.3% disagree while 4.6% of
respondents strongly disagree.

Research Question 3: To what extent does team roles affect organizational performance in public
hospital in Anambra State,, Nigeria?

Table 3: Respondents view on weather team roles affect organizational performance

Frequency Percent Valid Percent
Agree 208 73 73
Strongly Agree 69 20 20
Neutral 10 4 4
Strongly Disagree 5 2 2
Disagree 8 3 3
Total 300 100 100

Source: Field Survey, 2024 /SPSS

Table 3 reveals that greater percentages of 72.5% of respondents agree that team roles affect
organizational performance, 19.5% strongly agree, 2.8 % are neutral, 3.5%disagree while 17.8%of
respondents strongly disagree
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Table 4-Statistics and Probability Value from the Regression Result

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 18.916 1.918 9.863| .000
Shared Values 123 .043 .158 2.870| .000
Mutual Trust .085 .044 .202 2.923| .000
Team Roles A71 .044 .209| -1.901| .000

a. Dependent Variable: EP
b. Predictors: (Constant), SV, TR

Source: SPSS 23.0

Hypothesis One
Ho: Shared values has no significant positive effect on employees’ performance in public hospital in
Anambra State,, Nigeria.
Hi: Shared values has a significant positive effect on employees’ performance in public hospital in
Anambra State,, Nigeria.
In testing this hypothesis, the t-statistics and probability value in table 4.6 is used. Shared values had a t-
statistics of 2.870 and a probability value of 0.004 which is statistically significant. Therefore, we reject
the null hypothesis and accept the alternative hypotheses which state that Shared values had a significant
effect on the employees’ performance in public hospital in South East, Nigeria.
Hypothesis Two
Ho: Mutual trust has no significant positive influence on employees’ performance in public hospital in
Anambra State,, Nigeria.
Hi: Mutual trust has a significant positive influence on employees’ performance in public hospital in
Anambra State,, Nigeria.
Mutual trust had a t-statistics of 2.923 and a probability value of 0.000 which is statistically significant.
Therefore, we reject the null hypothesis and accept the alternative hypotheses which state that Mutual
trust had a significant positive influence on employees’ performance in public hospital in Anambra State,,
Nigeria.
Hypothesis Three
Ho: Team roles has no significant positive effect on employee performance in public hospital in Anambra
State,, Nigeria.
Hi: Team roles has a significant positive effect on employee performance in public hospital in Anambra
State,, Nigeria.
Team roles has a t-statistics of 1.901and a probability value of 0.000 which is statistically insignificant.
Therefore, we reject the alternative hypotheses and accept the null hypothesis which states that Team
roles has no significant positive effect on employee performance in public hospital in Anambra State,,
Nigeria.
Summary Of Findings
1. Shared values had a significant effect on the employees’ performance in public hospital in South East,
Nigeria
2. Mutual trust had a significant positive influence on employees’ performance in public hospital in
Anambra State,, Nigeria
3. Team roles has a significant positive effect on employee performance in public hospital in Anambra
State,, Nigeria
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CONCLUSION

Conclusions have been drawn in line with the study findings.

Shared values have significant positive effect on organizational performance. Shared values once
developed in the organization help employees and the organization at large to develop a culture of shared
values which motivates employees to perform better by increasing the level of efficiency of organizations.
Mutual trust has significant effect on organizational performance. A manager’s trust in the subordinate
may also affect subordinate behavior and intentions. A manager’s trust in the subordinate is likely to
influence the way the manager treats the subordinate, which in turn is likely to affect the subordinate’s
actions, this may be reflected in the performance of an employee. Mutual trust is a major factor to build a
good culture of the organization. Team roles have significant positive effect on organizational
performance. Teams are very important in ensuring organizational efficiency and effectiveness. Effective
teams lead to cohesion among the team members who learn from each other to improve in their
performance.

RECOMMENDATIONS

1. The management should promote shared values in the organization through allowing employees
to have their expressions and view listened to, this allows the organization to develop a good
culture which can be transformed into organizational values and norms. Since shared values had a
significant effect on organizational performance

2. Mutual trust had significant effect on organizational performance therefore, mutual trust should
be promoted in the organization, where by managers should trust their subordinated and assign
them responsibilities and the subordinates should also trust their superiors. Trust among
employees promotes good work relations among them and this leads improved performance
which is seen through effectiveness in service delivery.

3. The researcher further recommends that national water and Sewerage Corporation encourage
team work, because team roles have a significant effect on organizational performance.
Encouraging team work helps employees to learn from each other and share expertise to improve
on performance of the organization
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