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ABSTRACT
This research studied the effect of team management on organizational performance in selected banking industries in Nigeria. The challenges, strategies and prospects focused on establishing the extent to which team strategy for business management relate to teamwork approach to productivity, ascertaining the extent to which teamwork approach holds good prospects for sustenance and viability in banking industry, identifying the relationship between teamwork and organizational growth, determining the level of acceptance of work team approach among employees and finding out if the management is hindered by the inability to cope with the challenges of teamwork approach.  The study adopted the survey research design, in which four banks in the South-Eastern Nigeria were studied.  The population of the study was 1,113 and the sample size was calculated to be 390 using the Bill Godden formula.  The sampling selection was the stratified sampling method. A structured questionnaire and oral interview guide were the research instruments used for the study.  Data collected were presented descriptively using charts, simple frequency and percentage distribution, mean and standard deviation.  Hypotheses one, four and five were tested using the Linear Regression Analytical Technique, hypotheses two was tested using the Z-test statistic and the hypothesis three was tested using the Pearson Product Moment Correlation Coefficient.  The major findings of the study were that team strategy significantly enhanced teamwork approach to productivity in Nigerian banking industry (r = 0.644, p < 0.05); teamwork approach significantly promotes sustainability in banks (z = 6.5, p < 0.05); there was a significant positive relationship between teamwork and organizational growth in the management of banks (r = 0.80, p < 0.05); the acceptance level of teamwork significantly promoted employee productivity (r = 0.85, p < 0.05) and teamwork challenge significantly affected organisational performance (r = 0.772 ,p < 0.05). The work concluded that teamwork approach to performance management has the prospect of making the banking industry very effective, viable and sustainable.  Specifically, it has the benefits of improved productivity and product quality, innovativeness and manpower development. Based on the findings, the study recommended among others that teamwork approach should be adopted by banking firms as an integral concept within their organizations, particularly as interventionist strategy to the management of business units; an effective team should be built by applying practical skills/strategies to maximize team performance and development; and leaders in the banking sector should encourage their organizations to anticipate to form, understand to norm,  and manage  to storm – in ensuring an effective and efficient team within the organization. 




CHAPTER ONE
INTRODUCTION
1.1 Background  of the Study

Man is a social animal and so lives, moves, works and interacts with others in groups and teams. Groups and teams are a vital feature of organisational life, and by interaction, more work achieved as well as social satisfaction. As recorded by Jones and George (2003), the efficacy and the positive synergy of teams in the work environment had been observed so many years ago. For example, Adam Smith discovered that in the craft style of manufacturing, where only one person did all the 18 tasks involved in the office pin production, in a day, ten workers made only two thousand pins. Furthermore, Jones and George; including Gomez-Mejia et al. (2008) pointed out that in the factory or machine shop system where ten workers performed the 18 tasks, Adam Smith discovered that at work, a large 48,000 office pins achieved! This Scottish economist Smith reasoned that each person specialising in one task, became more skilled in it and as a team, these specific task-specific task specialists worked faster and better in those tasks. Obioma (2003) confirmed this when he observed that the increase in output per person-hour accomplished by division of labour. A technique characterised by a concentration of a large number of wage-earners in a single workplace; and assignment of each work worker to a single repetitive operation which was but a small part of the process, required to turn out a finished product. Therefore, Adam Smith concluded that job specialisation and or division of labour increase efficiency and improves performance.
Katzenbach and Smith (1993) posited that a team is a small number of people with complementary skills who are unswerving to a common purpose/ set of performance goals, and method for which they hold themselves equally accountable. Work is a group- based activity, and if the organisation is to function effectively, it requires alliance and co-operation among its members (Mullins, 2010). However, Nelson and Quick (2005) go further to differentiate between groups and teams, they affirm that all work teams are groups, but not all groups are a work team, groups accentuate singular leadership, individual accountability, and individual work products. Work teams emphasise collective headship, shared accountability, and group work products. 
Teams are increasingly becoming the primary means of organising work in contemporary business firms (Robins and Judge, 2007). Most activities of the organisation entail at least a certain degree of co-ordination through the operation of groups and teamwork. Mullins (2010) goes further to elucidate that an understanding of the nature of groups is essential if the manager is to impact positively on the behaviour of people in the work situation. The manager must be cognizant of the influence of groups and teams and their impacts on organisational performance. Organisations are increasingly making use of teams to achieve their objectives. Teams occur when some people have a common goal and recognise that their success is dependent on the success of others (Ugbam, 2011). Organisational teams need to achieve corporate goals. While the organisation is a heart of all activities, teams are the ribs, which generate output. Teamwork can produce copious more than a totality of individual determinations simply due to organised effort and efficient work processes. Work efficiency heightened,and unnecessary duplication of processes eliminated. Decades ago, when companies like General Foods, Volvo, and W.L. Gore presented teams into their production processes, it made the headlines because no other organisation was doing it. Today, it is just the opposite; it is the organisation that does not use teams that have become newsworthy (Robins and Judge, 2007). From late 1990’s, approximately 80 percent of Fortune 500 companies now have half or more of their employers on teams. Moreover, 68 percent of small U.S companies are using teams in their production areas (Strozniak, 2000). How do we explicate the current reputation of teams? The evidence suggests that teams typically outperform individuals when the task requires multiple skills, judgment, and experience (Glassop, 2002).
Many management researchers and managers began to focus on how teamwork could be improved to increase performance in the organisation. Management practitioners and theorists are therefore focusing on how managers could organise and control work processes to exhaust the advantageous possibilities of job specialisation and division oflabour (Jones and George, 2003).
Henri Fayol’s principle of Esprit De Corps – espouses a shared feeling of comradeship enthusiasm (Alugbuo, 2004). It supports and encourages efficiency when people are working in the organisation, whether in a group or team. Teamwork is widespread in our lives. It involves complementary skills, diverse but relevant exposure, and commitment to achieve the stated goals. 
As organisations have restructured themselves to compete more effectively and efficiently, they have spurned to teams as a better mode to utilise employees’ talents. Robins and Judge (2007) are of the opinion that teams can quickly assemble, deploy, refocus and disband. As a result, management has found that teams are more flexible and responsive to changing events than the traditional departments or other forms of permanent groupings. Teams can vie, wrestle, succeed or fail. An excellent organisational team can be an invaluable asset to the organisation while a lousy team can break the core structure of the organisation. Also, Coles (2002) in his own opinion says that it is also essential that teams enjoy reasonable autonomy. When teams enjoy autonomy, they are empowered (Gibson, 1996). 

Onodugo and Igwe (2010) maintain that team building is one of the key imperatives for a successful organisation. Team-building is one facet of an organisational development strategy that benefits new products or services productively deployed in many money deposit organisations. Team building is useful for proper interaction among group member and critical to group success. Moorhead and Griffin (1995) see team building as members working together in a spirit of cooperation and has one or more of the following goals; 
• To set team objectives.
• To analyse or allocate the tactic work is implemented,
• To examine the mode a group is working, that is to examine processes such as norms, decision- making and communications. 
• To examine interactions among the people doing their work.
Today’s business environment requires banking organisations to embrace teamwork approach if they are to remain competitive. 
Teams by their composition have members from relevant departments and skills. With this feature, they break the departmental barriers achieving both speed and quality (Agulanna and Ugiagbe, 2010).
The organisational performance had two achievement dimensions: one is effectiveness,and the other is efficiency.
1. Effectiveness describes the appropriateness of the goal pursued and the degree to which the organisation achieves the goals (Jones and George, 2003). It can only mean doing the right thing without emphasising the cost consideration (Adiele, 2005).
2. Efficiency, the second concept, denotes doing the right thing right or at the least cost. It is the measure of how well or productively the resources are utilised to achieve the stated goals. Another way of describing efficiency is “achieving the stated goals with the least input or resources” (Armstrong, 2006).
Viewing teamwork from those dimensions, and their cross-functional interaction features, it can be asserted that unquestionably, teams have attacked, felled and replaced the conventional pyramidal structure or a vertical communication system that is not as productive and good for our banks.	
A team approach is a horizontal arrangement that comes in two types. They are either the manager-managed work teams or the self-managed work team. In the manager-managed style, the traditional management functions of planning, organising, directing and controlling performed by the manager, supervisor or leader of the team. He or she may be appointed or elected to manage the team. While in the self-management version, the team members are empowered with authority and resources to manage the affairs of the team, to accomplish the organisational goals. In this management style, there is no particular leader or manager per se, because they make and implement their decisions jointly. They see themselves as equals. 
The most significant nightmare facing organisations and their managers today is the series of rapid and complex new products and services which they have to cope with on an unceasing basis (Muo, 2004:1198). He goes further to explain that some of these series of rapid and complex new products and services externally propelled of which, the organisation has little control over rapid changes in technology leading to frightening rates of obsolescence and fraud. Unforeseen effects in the demographic configuration of societies which automatically changes customers tastes and desires and even what constitutes the target market, globalisation and internationalisation, increasing competitive pressures, regulatory and legal environment.
Information Technology is known to facilitate communication and organisational activities (Ajakigbe, 2008) and by extension teams. As it receives, processes and produces corresponding output at high speed and quality. Its effect goes beyond geographical boundaries (Ball and McCulloch, 2004). As banks make use of this technology, Okonkwo and Afolabi (1998) warn that it could aid fraud. Nwaze (2008) confirms with cloned cheques, among other unwholesome practices, that advancement in technology can aid fraudsters to carry on their evil acts if the bank is not well managed.
Fraud and corruption are Siamese twins which aim at illegally and dishonestly obtaining favours, goods and money from the victim – person or organisation. Fraud is a criminal deception to obtain an unjust or illegal advantage over somebody, group or institution (Adiele, 2005). From the perspective of Ishola (1997), they are severe threats to banking in Nigeria. It led to the revocation of 36 bank licenses between 1994 and 2000 (Osiegbu, 2008). Truly they deplete resources and output and so lower productivity just as wastages, wrong inputs, processes and mismanagement, when they are not corrected (Ahmad, 1998).
Mckee (2005) suggests that one most significant essential for success during the transition is team-building and maintains that leaders that can either challenge, motivate, and empower their teams are fruitful. He went more to state that, leaders who can keep their work teams focused will have a thriving organisation and successful business.  
One of the benefits of a team approach to work is the intense interaction, emotional support and high morale among members. Our banks need this relationship to achieve more. A team approach is apparent because people in this approach would have a sense of group pride and high morale which increases performance. The Hawthorne Experiment had confirmed this fact. Also, the team members directly or indirectly monitor each other, since, by their intense interaction, they know what each other is doing. For instance, in banking and other financial services, to process a loan facility application, a team receives the application, screen, evaluate, approve or decline, confirm the approval or decision and communicate the result to the applicant and manage the facility and relationship thereon. From the ongoing, it is easy to see and detect any wrongdoing including fraud, corruption, wrong process or lousy input for correction or sanction. Since no one person alone deals in teamwork, it is more difficult to commit wrongdoing without members knowing or colluding in teamwork. Naturally, it is difficult for all people in a team to agree especially, in wrongdoing, as it is a strong point for the work and is good for the banking industry, where trust and integrity are pillars of success. On the contrary, such wrongdoings may be more comfortable in the individualistic system of operations found in tall hierarchical and rigid organisational structures.
The successful management of the team is essential for continued economic performance and competitiveness and is the life-blood of business success (Mullins, 2010). If the team is essential, then more critical is its management. When a team not adequately managed, the result can be disastrous, because of the challenge possibilities among people. To successfully manage a team, one needs to understand the basic concepts and strategies to build commitment and acceptance to teamwork approach in all levels of the organisation. For an organisation to survive, it must respond with efforts in its environment to stimulate innovation, empower employees, and introduce work team approach.
1.2 Statement of the Problem  

Today’s business environment in workplace produces groups and teams which have identifieda robust management strategy adopted in organisational pursuits. The process of teamwork approach could be complicated, and a successful implementation makes considerable demands on the managers involved. In the banking industry, unsuccessful implementation of work teams approach occurs because of the existing situations and conditions that are unfavourable for the optimal realisation of goals and objectives. The organisation may experience unpleasant, undesirable, and wasteful practice from their members, which usually retard progress. These undesirable practices manifest in various forms, such as interpersonal and inter-group conflicts, general hostility, strikes, decreased performances, mismanagement of resources, and Luke-warmness. 

A significant feature of organisational life is a team, and it can have a significant influence on the successful implementation of new banking processes, as the most process can disrupt teamwork. Unless people are involved, committed and prepared to adapt and learn, if not, objectives, plans, and the future desired state may like resist. The danger of domination of the team by some influential members, the difficulty in placing responsibility for a lousy team decision, the effects of selecting poorly qualified persons as members and team decisions may result from compromise, poses enormous challenges to a team approach to performance management. A fundamental team problem may be that of conformity, which raises its head in some cases, going from groupthink to social loafing. With the extensive use of teams, personal and inter-group conflict may arise. The capability of the leader to motivate and effect his groups, which in turn, rest on mainly on how much power the lead person possesses, will determine how effective team-oriented approach to performance management will succeed to be efficient and effective. 

To address the crisis facing the banking industry in Nigeria, many of them have turned to teamwork approach to reinvent themselves. Another reason for using team approach is because it brings about the creativity, dynamism and innovation in the design of products, services and quality to improve profitability and sustenance in the complex and competitive business environment. 

More specifically, some teething problems are the challenges of difficulty in evaluating the extent to which team strategies enhances teamwork approach to organisational performance. The challenge in ascertaining the extent to which teamwork approach promotes sustenance and viability in Nigerian banking industry, and the challenge of identifying the relationship between teamwork and organisational growth in banks. These challenges lead to barriers and problems in the banking sector such as cost implementation to management, compromise, trust, candour, social loafing, conflicts, groupthink, risky-shift, which this research attempts to solve.  To this end, it would be pertinent for the purpose this study to seek to assess teamwork approach in organisational management and performance with a focus on challenges and promoting factors and strategies. To investigate these challenges, strategies and prospects of the teamwork approach to management in Nigerian banking industry, enabling one to say with some air of confidence the extent to which managers of these organisations can cope with a teamwork approach.
1.3	Objectives of the study
The primary purpose of the study is to assess the effects of team approach on organisational performance in selected banks in Nigeria. Specific objectives of the study are to:
i. Establish the extent to which team strategy enhances teamwork approach to productivity in the banking industry.

ii. Examine the extent to which teamwork approach promotes sustainability in banks. 

iii. Identify the relationship between teamwork and organisational growth in the management of banks. 

iv. Determine the extent to which acceptance level of work team promotes employee productivity. 

v. Ascertain the extent to which the teamwork challenge affects organisational performance. 

1.4	Research Questions 
The following research questions guided the crafting of the questionnaire, which aided the acquisition of the primary data from the sample subjects studied. They include:

i. To what extent does team strategy enhance teamwork approach to productivity in the banking industry? 

ii. To what extent does teamwork approach promote sustainability in banks? 

iii. To what extent is the nature of the relationship between teamwork and organisational growth in the management of banks? 

iv. To what extent does acceptance level of teamwork promote employees’ productivity?

v. To what extent does teamwork challenge affect organisational performance?

1.5	Research Hypotheses
The following hypotheses have been framed to guide the conduct of the study, to accomplish the objectives of this study and offer answers to the research questions:

i. Team strategy significantly enhances teamwork approach to productivity in the banking industry. 

ii. Teamwork approach promotes sustainability in banks.

iii. There is a significant positive relationship between teamwork and organisational growth in the management of banks.

iv. The acceptance level of teamwork significantly promotes employees’ productivity.

v. Teamwork challenge significantly affects organisational performance.
1.6	Significance of the Study
Managers of organisations preoccupy themselves with how to excel in organisational performance which embodies effectiveness and efficiency. This study is significant because it would lead to recommendations that will encourage the use of the work teams in the banks. The recommendations will impact on everybody in one way or the other, e.g.:-
Bank Employees will benefit from a creative way of achieving stated goals through teamwork, which in turn leads to job satisfaction and social cohesion. It will guarantee their paychecks and livelihood.
Owners and Management will derive satisfaction from the achievement of high organisational performance, which in turn enables them to settle the bills including allowances and bonuses. It will also induce investments and retained earnings.
Shareholders net worth will increase, dividends paid to shareholders. There will also be the increased goodwill and the psychological reward or satisfaction derived from a well-performing organisation.
Increased bank performance from the recommended approach will empower the banks to discharge its social responsibilities to the host communities.
Bank customers will enjoy high-quality service derived from the work team strategy.
Adopting the work team strategy will make banks more competitive.
Researchers and students use it to strengthen their academic work or expand knowledge while practitioners will adopt a creative strategy to excel in their operations.
Government department of Economic Planning and Development will need the information from this work for planning and implementation purposes. Government is also interested in top performing banks that will readily meet their tax obligations.
World Bank and its many arms would want to know the strategy that works in Nigeria.
Social Psychologists of the Hofstede’s School would balance their views on Nigeria’s National Culture characteristics as well as the Multi-National Companies who want to invest in Nigeria. 
This study will help upcoming researchers in carrying out their study, especially those that associate with this topic. It will assist as a basis of reference materials, in this regards by providing secondary data to them.

1.7	Scope of the Study
It is the circumscription or delimitation of the study as Anyanwu (1994), and Alugbuo (2005) agree that scope is establishing the boundaries of the research, that is, where the study begins and where it ends. Accordingly, this dissertation restricts to the study of the team to management as an effective and efficient factor of improving organisational performance. To achieve goals with reference and to the examination of the challenges, strategies and prospects of teamwork to performance management, the researcher selected four commercial banks in thesouth-east zone of Nigeria. The selected commercial banks were Fidelity Bank Plc, Zenith Bank Plc, Diamond Bank Plc and First Bank of Nigeria Plc as the area of study, spanning the period from 2011 to 2016.This social research was cross-sectional and cross-pollination because it studied all levels of core bank employees (managers, supervisors and non-managerial employees) also described as discriminate employees in the banking industry (Odo, 1992) in Anyanwu (1994).

1.8.  	Definition of terms
The following terms or concepts used in this study are defined as follows;

Banks and Other Financial Institution Acts (BOFIA) 1991: This, as amended granted the Central Bank of Nigeria (CBN) supervisory roles over banks and financial institutions in Nigeria.
Self-Managed Work Team: This is the work team where the leadership and management of the team are the team members themselves. They are empowered with authority and resources to make managerial decisions which are made by managers.
Social Loafing: Social Loafing is defined by Mullins (2010) as the tendency for individuals to expend less effort when functioning as a member of a group than as an individual. 
Team: A group of persons with complementary skills who work toward common goals for which they hold themselves mutually accountable (Robert and David, 2001).  
Team Approach: The direction in which human and material resources will applyto increase the chances of attaining selected goals or objectives.  
Team-building: Team-building activities strive to improve and develop the effectiveness of a group who work (permanently or temporarily) collectively. (Armstrong, 2006). It is also a high communication among team members to increase trust and openness. (Robbins and Judge, 2007). 
Team Norm: This refers to established standard to which all members of the team must conform (Malcolm, 1997).
Workgroup: This is a group whose members are held only accountable for their work but not liable for the output of the entire group. An example is an accounting firm where accountants work on individualor separate clients account, yet the members agree on the general principles for the accounting jobs.
Work Team: A work team is a group whose individual effort results in a performance that is superior to the sum of the single inputs (Robbins and Judges, 2007: 339). It is the objectively designed work set of employees who have and maximally contribute their relevant skills, efforts ideas, interaction and emotional support to achieve the corporate goals they are responsible for, with the team members being satisfied.
Work Team Approach: This is an independent variable and a strategy of making extensive use of work teams to achieve organisational goals.
1.9	Profile of Organizations under Study
1.9.1	Fidelity Bank Plc
Fidelity Bank was incorporated in 1987 as a private limited company with a Merchant Banking License and began operations in 1988 as Fidelity Union Merchant Bank Limited, with the primary objective of participating and contributing to the growth of the Nigerian economy through the provision of quality financial services.By 1990, it had distinguished itself as the fastest growing merchant bank in the country. However, to leverage the emerging opportunities in the commercial and consumer end of financial services in Nigeria and as part of its growth strategy, Fidelity Bank converted to a commercial bank in 1999, became apublic limited company in August 1999 and secured a Universal Banking License in February 2001. In line with the Central Bank of Nigeria’s (CBN) modified universal banking regime, Fidelity Bank received her International Banking Licence in 2011.

A well-experienced and highly-regarded management team has successfully grown the Bank based on the principles of passion, excellence and sound risk-management framework. Fidelity Bank’slong-term aspiration is to become one of the most profitable tier-I banks in Nigeria and plans to achieve this objective by exploring both organic and inorganic growth opportunities.
Fidelity Bank is today ranked amongst the top 10 in the Nigerian banking industry, with apresence in the major cities and commercial centres of Nigeria. Over the years, the bank had arepute for integrity and professionalism and respect for the quality and stability of its management. In the Nigerian banking industry, Fidelity staff stand for the quality of training they receive on the job, as well as in good business schools both in Nigeria and Overseas. The Management is particular about the quality of people that join the system. A candidate is expected to possess three vital statistics to qualify as a member of Team Fidelity
· Talent (an innate mental aptitude)
· Ambition (a desire to succeed)
· Character (a total quality of integrity which will guide the talent and ambition to productive ends)
The Management focuses on building and maintaining a virile and well-respected brand that caters to the needs of its growing corporate, commercial and consumer banking clientele. For this purpose, the bank is leveraging its pedigree in investment banking (Fidelity was a merchant bank for 11years) and its structures and service offerings for a local populace.
Fidelity Bank also enjoys the respect and partnership of a network of off-shore institutions with which it has correspondent banking, confirmation lines, credit and other relationships. These include ANZ London, Afr-Eximbank, Cairo, Egypt, ABSA South Africa, Commerce Bank, Frankfurt, Citibank, N.A. London and New York, FBN Bank, UK Ltd, SCB, London, US Ex-Im Bank, USAID.
Fidelity Bank has grown from a marginal player in 1987, into a stable and respectable banking institution. Notably, in 2005 Fidelity Bank acquired FSB International Bank Plc (“FSB”) and Manny Bank Plc (“Manny”) to create one of the top 10 Nigerian banks.
Fidelity Bank currently has an extensive branch network with presence across all the major cities in Nigeria and all the state capitals. The Bank remains financially sound with a robust balance sheet and sound Capital Ratios.
The Bank has a diverse shareholder base and currently has over 400,000 shareholders comprising Nigerian citizens and corporations as well as foreign investors. The bank continues to receive significant support for its policy objectives from its shareholders, who also support its capital raising and business development efforts.
1.10.2	Zenith Bank Plc 
Zenith Bank Plc was established in May 1990 and commenced operations in July of the same year as a commercial bank. The Bank became a public limited company on June 17, 2004, and was listed on the Nigerian Stock Exchange (NSE) on October 21, 2004, following a highly successful 
Initial Public Offering (IPO). 

Headquartered in Lagos, Nigeria, Zenith Bank Plc has over 500 branches and business offices in prime commercial centres in all states of the federation and the Federal Capital Territory (FCT). In March 2007, Zenith Bank was licensed by the Financial Services Authority (FSA) of the United Kingdom to establish Zenith Bank (UK) Limited as the United Kingdom subsidiary of Zenith Bank Plc. Zenith Bank also has subsidiaries in Ghana, Zenith Bank (Ghana) Limited; Sierra Leone, Zenith Bank (Sierra Leone) Limited; the Gambia, Zenith Bank (Gambia) Limited. The bank also has representative offices in South Africa and The People’s Republic of China. The Bank plans to take the Zenith brand to other African countries as well as the European and Asian markets.
Zenith Bank Plc blazed the trail in digital banking in Nigeria; scoring several firsts in the deployment of Information and Communication Technology (ICT) infrastructure to create innovative products that meet the needs of its teeming customers. The bank is verifiably a leader in the deployment of various channels of banking technology, and the Zenith brand has become synonymous with the deployment of state-of-the-art technologies in banking. 
Driven by a culture of excellence and strict adherence to global best practices, the Bank has combined vision, skilful banking expertise, and cutting-edge technology to create products and services that anticipate and meet customers' expectations; enable businesses to thrive and grow wealth for customers.
Zenith Bank Plc, founded by Jim Ovia in 1990, has since grown astronomically to become one of the leading financial institutions in Africa. Zenith Bank Plc currently ranks as the 6th biggest bank in the continent. The Bank grew its shareholder’s fund of N20million in 1990 to N509.25billion as at year end 2013. Today, the Bank continues to thrive on the strong values, brand equity, the corporate culture of professionalism and service excellence are the foundations of the bank. 
1.10.3	Diamond Bank Plc 
Diamond Bank Plc began as a private limited liability company on March 21, 1991 (the company incorporated on December 20, 1990). Ten years later, in February 2001, it became a universal bank. In January 2005, following a highly successful Private Placement share offer which substantially raised the Bank’s equity base, Diamond Bank became a public limited company. Since the Bank incorporated in December 1990, Diamond Bank has challenged the market environment by introducing new products, innovative technology and setting new benchmarks through international standards.
Today, Diamond Bank is best placed to respond to changing lifestyles and is leading the digital transformation in response to these societal shifts. For example, Diamond Mobile is Africa’s leading banking app and the first with touch ID. Delivering an enhanced customer experience is fundamental to the Diamond Bank proposition. We aim to support our customers via our tailored services, such as Diamond Woman, so that they can manage their lives seamlessly whether on-the-go or in branch – in other words, we want to go ‘Beyond Banking’.
Overall, our people remain the critical differentiating factor in providing this unique customer experience across all markets where we operate, and we are fully committed to consistently attracting only the best people to maintain our competitive edge. Diamond Bank has a retail-led strategy, meaning it is well placed to benefit from Nigeria’s attractive fundamental macroeconomic trends, particularly in the retail market.
The Bank also has a robust Corporate Banking offering that is helping to fuel growth across Nigeria through supporting businesses, redefining the country’s 21st-century economy. The Bank serves over 150,000 businesses of varying size across diverse sectors including Corporate clients as well as MSME (Micro Small and Medium-Scale Enterprises), for which it provides value-adding banking solutions.
With a primary listing on the Nigerian Stock Exchange and GDRs on the London Stock Exchange, Diamond Bank’s footprint extends beyond Nigeria, with a strong presence in the Republic of Benin and branches in Senegal, Togo and Ivory Coast – making it the first Nigerian bank to operate in Francophone West Africa. The Bank launched its first non-African subsidiary – Diamond Bank, UK –in 2013. As of January 2016, the Bank operated 271 branches across Nigeria and 317 across the Group.
Diamond Bank has frequently been the partner of choice for leading international organisations such as the International Finance Corporation (IFC) and the UK’s Department for International Development (DfID), to deliver programmes targeting MSMEs and to promote financial inclusion. The Carlyle Group, the global alternative asset manager, became a significant shareholder in November 2014 following its $147m investment in the Bank, thus, making it a major milestone for Diamond Bank and a sign of confidence in the Bank’s strategy and market opportunity.
1.10.4	First Bank of Nigeria Plc
First Bank of Nigeria Limited (First Bank) is Nigeria’s premier and most valuable banking brand, and most extensive financial services institution by total assets and gross earnings. With more than 10 million customer accounts, First Bank has over 750 branches providing a comprehensive range of retail and corporate financial services. The Bank hasan international presence through its subsidiaries, FBN Bank (UK) Limited in London and Paris, FBN Bank in the Republic of Congo, Ghana, The Gambia, Guinea, Sierra-Leone and Senegal, as well as its Representative Offices in Johannesburg, Beijing and Abu Dhabi.
Since its establishment in 1894, First Bank has consistently built relationships with customers focusing on the fundamentals of good corporate governance, strong liquidity, optimised risk management and leadership. Over the years, the Bank has led the financing of private investment in infrastructure development in the Nigerian economy by playing key roles in the Federal Government’s privatisation and commercialisation schemes. With its global reach, First Bank provides prospective investors wishing to explore the vast business opportunities that are available in Nigeria, an internationally competitive world-class brand and a credible financial partner. 
First Bank has been named “Most Valuable Bank Brand in Nigeria” five times in a row – 2011, 2012, 2013, 2014, 2015 – by the globally renowned “The Banker Magazine” of the Financial Times Group.“Most Innovative Bank in Africa” in the EMEA Finance African Banking Awards 2014. Recently, for the fifth consecutive time, the Bank clinched the “Best Retail Bank in Nigeria” award by The Asian Banker.The bank’s brand purpose isalways to put customers, partners and stakeholders at the heart of our business, even as we standardise customer experience and excellence in financial solutions across sub-Saharan Africa, in consonance with the brand vision “To be the partner of the first choice in building future”. The brand promise is to always deliver the ultimate “gold standard” of value and excellence. This commitment is anchored on the inherent values of passion, partnership and people, to position the customer first in every respect.
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CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.1	Introduction
This chapter presents the literature covering the critical issue of the research from various contributions made by researchers and authorities in management. Theoretical frameworks were conducted to enhance the discourse and the review of prior research findings aligned with the study objectives. The study attempted to summarise and identify any existing gap in the literature.
The research started with the question - what is the effect of team approach on organisational performance? This inquiry aims to show the challenges, strategies and prospects of teamwork to achieve higher effectiveness and efficiency when appropriately managed in the banking organisation. For this study the literature reviewed along with the following significant headings; Conceptual Review, Theoretical Framework, Empirical Review and Summary of Related Literature.

2.2	Conceptual Review
The team is fashioning where the members with complementary skills drawn from relevant departments and they interact intensely or more closely to achieve a specific goal for the organisation. Katzenbach and Smith (2002), are of the opinion that a team is a small number of people with complementary skills that are committed to a common purpose, performance, goal and approach for which they hold themselves mutually accountable.
Teams by their composition have members from relevant departments and skills. With this feature, they break the departmental barriers achieving both speed and quality (Agulanna and Ugiagbe, 2010). Therefore teams can be viewed as a creation of management. They consist of highly interacting work groups that have diverse but relevant skills, expertise and attributes which produce synergy and achieve specific goals with members being satisfied.

Team opined by Alugbuo (2004) are groups of people or employees with complementary skills that allow them to work more closely, communicate with one another and use their individual and respective talents to solve problems, improve processes and keep work moving ahead. Jones and George (2003) on the other hand, say that a team is a group whose members work intensely with each other to accomplish a specific, common goal or objective.

A group, defined as two or more people in association to accomplish specific goals or meet specific needs. When the interaction becomes more intensive because members have complementary skills and commitment to achieve the central the goals for creating it, the formation becomes a team and no more a group, Katzenbach and Smith (1993). A team, therefore, is a group but a group is not a team because the interaction in a group is loose and members may not have corresponding attributes, commitment, and emotional support as is the case with teams. Adair (1986) says that a team is not just a group with mutual goals. It is a group with the contributions of individuals are complementary. In collaboration, Ezigbo (2011) sees a work team as consisting of a small number of recognisable, inter-reliant employees who are held accountable for performing tasks that contribute to achieving anorganisation’s goals. Members of a work team have a mutual goal,and they must interrelate with each other to achieve it. Working together is the keynote of team activity.

Margerison and McCann (1990) add that members depend on the each other for the ultimate performance. Gomez-Mejia et al. (2008) go even further by emphasising that the members also hold themselves mutually accountable for the outcome. Alugbuo (2004) agrees with Jones and George but goes further to say that team are groups of people that have complementary skills, which allow them to work more closely and communicate with one another. Also, the members use their individual and mutual talents to solve problems, improve processes and keep work moving ahead. Agulanna and Madu (2003) on their own, emphasise that by their members interacting intensely, team achieves synergy, which is higher performance gains or output which result when individuals and departments coordinate their actions.

Teamwork, an objectively drawn work-harness, appreciates that man is not complete and so must cooperate and combine human resources with other resources to excel with synergy. Synergy is the higher performance gain achieved when human beings combine resources. It is represented in the synergy equation: 2 + 2 = 5. This higher productivity or output (effectiveness and efficiency) are hardly achieved working individualistically and or competing unhealthily.

Teamwork, a horizontal arrangement recognises that man has to be dignified to get the best from him or her, better put – increased productivity. This dignity also seen as good human relations includes trusting the employees even with empowerment. These produce committed workers or team members, who communicate freely, openly and productivity and emotionally support each other. They are cooperative and motivated to achieve higher organisational performance or productivity.
Information Technology enhances the achievement of work teams. The higher the level of strategy - work team approach (WTA), information technology (IT) and job restructuring (JR) implementation, the better the achievement or productivity. These strategies (WTA, IT JR) are the independent variables and are also called productivity enhancing variables since they cause productivity (dependent variable) to increase. The strategies are also known to reduce stress (S), fraud (F) and wastages (W), which decrease productivity when not checked. Because of this behaviour, this class of independent variables are the productivity diminishing factors. By identifying these variables, productivity is redefined and a model is crafted thus: Teamwork – productivity enhancer model: Productivity = f (Productivity Enhancing Factors Les Productivity Diminishing Factors). Productivity = f (TWA + IT + JR… - S – F – W…)

This study is going to show that teamwork approach which combines different and relevant attributes achieves higher effectiveness and efficiency when appropriately managed in the banking organisation. It will redefine productivity as the interplay of productivity-enhancing and diminishing variables.

The subjoined (figure 2.1) is the framework crafted for this study. It illustrates that work team approach added to information technology (IT), added to job restructuring (JR), training and retraining (TRT), and employee empowerment (EE) produces effectiveness, efficiency and job satisfaction, synergy and enhanced productivity. Enhanced productivity exemplified in top quality product and service delivery, profitability, liquidity, saved costs satisfied customers, satisfied and improved employees among others.
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Figure 2.1 Work Team – Productivity Enhancer Framework
Source: Adiele, J. and Akanwa P.U. (2006) The Principles of Management and Human Relations. Owerri, Nigeria, Global Press Ltd. 

2.3	Teams Defined
The team is where the members with complementary skills drawn from relevant departments, interact intensely or more closely to achieve a specific goal for the organisation. For Adair (1986) a team is seen primarily as a group with a common aim in which the technical skills and personal abilities of members are complementary. On their own Jones and George (2003) define the group as two or more people who interrelate with each other to achieve specific goals or meet specific needs. Progressing, they see the team as a group whose members work intensely with each other to achieve a common goal or specific objective. The two management authors identified two significant characteristics that distinguish teams from group viz:
(i) 	The higher intensity with which team members work together and
(ii) 	The presence of a specific and dominant team goal.
Gomez-Mejia, Balkin and Cardy (2012), analysed team as a small number of people with complementary skills, committed to a common purpose, set of performance goals, and approach for which they hold themselves accountable. Teamwork describes a situation of team members accepting the common goal high and more important than their individual goals and satisfaction. It is a cooperative and collaborative but not, individualistic system of achieving corporate goals. Kharbanda and Stallworthy (1990) still recognise and insist that management must manage (the bank) and therefore advise management to recognise or learn to involve everyone in everything because that it is the way to achieve results. They say that everyone should be involved in everything and of course, the real involvement of everyone in everything requires the removal of barriers between functions and complete removal of job specialisation (by cross-training which encourage job rotation that fights boredom) (Kharbanda and Stallworthy, 1990:58)

2.3.1	Differences between Teams and Work Groups
In light of with statements about teams, teams are more objectively horizontal and interactive than groups and committees. Workgroup and committees are both task-oriented, but committees may not have enough and relevant, diverse talents and interaction with workgroup and teams. Katzenbach and Smith (1993) exploring “The Discipline of Teams” bring out the significant differences between groups and teams as adapted and presented below:

Table 2.1:	Difference between Teams and Work Groups
	S/N
	CHARACTERISTICS
	WORKING GROUPS
	 TEAMS

	1
	Leadership
	Strong, focused leader
	Shared leadership role	

	2
	Accountability
	Individual (Leader)
	Individual and Mutual

	3
	Purpose
	Same as broader Organizational goal.
	Team purpose, which the team delivers.

	4
	Work products
	Individual
	Collective

	5
	Meeting Style
	Efficient
	Open-end discussions, active  and problem-solving

	6
	Performance Measurement
	Indirectly by the influence of others, e.g. Finance-measured from the performance of the Business.
	By collective  work products

	7
	Decision Making
	Discusses, Decide  and Delegated
	Discusses, decide and does real work together


Source: Katzenbach, J. R. & Smith, D. K. (1993), The discipline of teams, Harvard Business Review, 71 (March-April), 111-146.
The work of Barrett (1990) in Kharbanda and Stallworthy (1990) confirm the above differences because he opines that goal for the group is aimless while for teams it is purposeful and well-defined. He also says that the manner of operation for the group is conformist while that of the team is creating. Members of a workgroup are held accountable for their works or tasks and not held responsible for the team output (Gomez-Mejia, Balkin and Cardy 2008). 

2.3.2	Why Teams?
As already stated in chapter one, the industrial revolution of Europe in the 17th century which brought many people under one roof to manufacture products where naturally they work together is a good reason. Also, man is a social animal. With management practitioners and theorists researching work processes, it discovered that one person doing only a part of the job led to both the perfecting of the learning (process) and ease in achieving it (specialisation).
More so, when these employees did their parts or small tasks speedily, they achieved more output, performing more efficiently and effectively – saving cost and achieving the goal – high productivity.

There are many other reasons for using the strategy of work teams to achieve stated goals, they summarised thus:
(i) When the job is either too large, complicated, time-consuming, and or too effort-requiring for one employee (e.g. lifting a weighty object) Adair, 1986). Even the great sage, Homer confirmed that “light is the task when many share the toil” (Adair, 1986). There is an Ibo wise adage saying “Ibu anyi danda” (No load is too heavy for the ants). Meaning; by the combination of their numerical strength, they can move a heavy load. Newman (1999) declares “Together we can change the world”, while Maxwell (2001) summarised all when he said, “Teams can simply do more than an individual”.
(ii) Teamwork multiplies talents (Maxwell, 2007) when drawn in, relates to others to produce even more talented products and results. Teamwork produces synergy. It is the higher performance gain achieved when human elements combined with other resources.
(iii) Maximum use of employees, even in the diversity of functions and employee participation. Scholars such as Abraham Maslow, Douglas McGregor and Renesis Likert had demonstrated the virtues of participative management since 1950 (Hallal, 1996).
(iv) Working in an objectively composed team would mentor, groom or train new and inexperienced teammates to become top performers. 
(v) Teamwork, with the current approach of computerisation and digitalisation, employees in away stations can contribute their efforts with ease to the teamwork goal via the internet. 
(vi) The emotional support in teamwork will reduce stress, the excellent and open communication usual in a competent team will expose, discourage, and or reduce fraud and wastages, while cooperativeness and collaboration would achieve higher results.

2.3.3	Effects of Teams
Teammates interact intensely among themselves to produce synergy and or higher output which is higher than when members worked individually and their outputs combined (Agulanna and Madu, 2003). By their very nature, team members, sourced from experts in relevant areas, will achieve corporate goals readily and superbly since the rigid boundaries and authorises of departments and functions are overcome by this strategy. The enhanced interpersonal relationship serves the social needs of relating with people as teamwork is cooperation and collaboration personified delivering success and high performance. Teamwork also encourages efficient utilisation of resources to discourage intra-team competition. 

2.4	Characteristics of teams
Teams are made up of peculiarities and distinguishing features which include:

Team Size: A team has size. The number of the members of a team can be an essential determinant of the members’ motivation, commitment and contribution to the teamwork. Smaller groups or teams naturally are more manageable than larger teams. Two to nine is a small team, while ten and above is considered a significant team.
Daft (2005) in Gomez-Mejia et al. (2012) recommend a team of seven mates though he explains that the number of five to twelve associates with high performance.
Jones and George (2003) hold the views that the members of small teams;
(1) Interact more with their members and find it easier to coordinate their efforts,
(2) Are more motivated, satisfied and committed,
(3) Find it more accessible to share information and
(4) Are better able to see the importance of their contribution to team success.
Small teams have the disadvantage of having fewer resources (human) pool to draw from or rely on to accomplish their goals when compared with a more extensive team with more resources pool (e.g. knowledge, experience, skills and abilities). They have the advantage stemming from the division of labour to perfect their learning and perform the task faster and better to increase productivity.

Team Norms: When a team is formed, over time the members develop ways and patterns of behaviour, which is common to the group. It can be their slang terms, the way they greet each other, their dos and don’ts. These norms or standards of behaviour, opined by Adair (1986), also help control the group or team member’s behaviour and achieve corporate goals. 

Team Roles: The essence of team formation is to achieve a central purpose. This organisational goal is broken down into bits and pieces, which each member will perform as a result of the position he occupies or in line with the attribute he brings. Team members can also take or assume additional roles or responsibilities as they see fit to modify their roles, as this is role-making. When this happens, managers can help the team by being supportive (via advising, coaching, inspiration and or emotional support) of the group. 

The Role is the specific task which a person is expected to perform because of the position he occupies in the team (Jones and George 2003). It is different from a skill which is a technique so mastered that the performer does not think about it (Adair 1986). Armstrong (2006) confirms Adair because he sees skill as what the worker needs to be able to do (almost effortlessly) to achieve results.

Team Tasks: Tasks are the assignments or pieces of work or projects or goal to be achieved, as this is very important to the group and they should not be in doubt about it. The task must not be vague, so it must be apparent to the team members to enable them to contribute their interdependent tasks to achieve the goal.
Collaboration and cooperation are the two primary ingredients in teamwork. Onyemesim (2006) had mentioned it, but Jones and George (2003) and Gomez-Mejia and David (2012) had a good discussion on this by first separating the tasks interdependences into pooled, sequential and reciprocal task interdependences.

(a) Pooled Task Interdependence: This one describes a situation where every member shares common resources and contributes his effort alongside others. 

(b) Sequential Task Interdependence: It is the situation where the performance of the action of the other depends on that done by the one before (Agulanna and Ugiagbe, 2010). Managers are therefore to do more managing by tying bonus to performance as a motivating action. It is capable of kick-starting the slow worker or non-starter. The following or relay race approach, which the Japanese have described as sluggish and bureaucratic is costly at the end of the day (Kharbanda and Stallworthy, 1990), this explains why the reciprocal variant is most popular when feasible.

(c)  Reciprocal Task Interdependence: The third type of task interdependence is the reciprocal one. It corrects the clumsiness of sequential team. In this case, one of the members performs his task and sends out to another, and the other does his/her part and returns to him, going back and forth as in verbal interaction. 

2.5	Stages of Team Development
Like human beings or even organisms, teams develop or pass through stages of development. Adair (1986) is quick to point out that there is no particular pattern of development as they can develop back and or forth. Gomez-Mejia et al. (2012) may be disagreeing because they said that the team stages develop in a sequence. These researchers argue that teams do not develop in a perfect sequence. They can develop forward or backwards because man is not predictable. Whichever it is the pattern followed, each team must have its members know each other, acquaint themselves with each other’s attributes, setting up to sort themselves out before getting the best from the relationship. Contextual factors, for instance, size, team members’ roles and diversity, norms and cohesiveness all play a role in team development (Hellriegel et al. 2001). Five significant stages of Forming, Storming, Norming, Performing and Adjourning are however recorded by both Jones and George (2003) quoting Tuckman 1977), and Gomez-Mejia et al. (2012.) quoting Gersick (1988). 

Forming: This is the first stage in the development of teams. Teammates get to know each other, the team environment, ethics and responsibilities and reach a standard base of what the team is to accomplish and how team members should behave. During this stage, the authors advise that the manager should make each member feel a valued part of the team, as this is the getting started stage.

Storming: In this second stage, the members experience conflicts and disagreements. They voice differences in team goals, procedures or even teammates because some members refuse to submit to the demands of other team members and team leader. Opinions accordingly polarise. Who should lead the group, is a potential problem at this stage.

Norming Stage: When teams survive the preceding stage, they close ties and form a friendship bond and so camaraderie results. Members now arrive at a consensus about their goals and member’s behaviours, their norms and rules and codes of behaviour towards each other.
At this stage of team development and team learning, the learning that takes place in a team situation, when evaluating, the learning theorist Peter Senge (Jones and George, 2003) is most suitable and beneficial to the team and organisation. It leads to organisational learning which improves organisational performance.

Performing Stage: This is the fourth stage where the real teamwork gets accomplished and the members now used to each other. They know how to behave, relate to one another and respect their leader. At this stage, the team has matured, functioning at full blast. Managers are sure to get the best from the team if the team has:
(i) Enough empowerment and encouragement from management
(ii) Enough resources, tools and training.
(iii) Enough work or responsibilities.

Adjourning Stage: At this stage, the team is disbanded or reassigned because their job or bank task is complete. The manager is advised to use a little ceremony to bring the work to an end. Such ceremonies will include recognition, rewards and tributes to the members as a whole and also an outstanding performer. 

2.6	Action Plan for Team Development
It must be clear, that the stage of development at which the team is, determines the components and the intensity of the action plan programme. The urgent need for team development must be established, by getting the team to know what development means, and by getting the team members to buy into the idea. Team members inspired by the attitudes of the leader, manager or linker (coordinator)

Teamwork is a strategy, and apparently, a means to an end, not an end in itself. Action plan for team development seen as a designed or developed method to fast-track improving team performances (Margerison and McCann, 1990) which is inferable from outputs in:
· Increased sales
· Reduced costs
· Improved productivity
· Better safety records (and better processes)
· Higher quality products, and 
· More new products
In addition to the outputs, some subjective indicators (Margerison and McCann 1990) will achieve as:
· Increased job satisfaction
· Lower absenteeism
· More effective staff development
· Increased co-operation
· A high esprit de corps –(cohesion and oneness of purpose), and
· A High level of motivation.

2.7	Team Communication:
Notably, communication is interaction. It is the lifeblood of teams and groups. Communication is the sharing of information by members to know what to do, by whom, when and how. Effective communication feeds back results. It informs and persuades one to act or stay action especially in a team. 

Definition: Alugbuo (2003) defines communication as the use of words, letters or similar means to achieve mutual or shared information about an object or occurrence. With this definition of the exchange of information and transmission of meaning, Awujo (1997) agrees with the above. The team should share information and improve team communication to achieve higher performance levels. 

Leadership Responsibilities or Roles in Team Communication
The manager or leader must coordinate and pass on the information needed by the teams. He also receives feedback from the teammates for necessary action. Some use verbal (spoken or written communication) while others would make do with non-verbal communication (gestures, facial expressions, attributes, postures) which tell a great deal about what he or she is thinking (Adair, 1986). The leader has the skill to decipher or interpret these. He must employ it beneficially to the fullest. Excellence in communication means developing the flexibility to interact with people in different ways. Different approaches needed for the Explorer-Promoters (extroverts) role preference teammates as against the Controller – Inspectors (introverts). One set of strategies may work with Thruster-Organizer (who get actual work done) but fail when used with the Reporter-Adviser (who generate and process information for better understanding). (Margerison and Mc Cann, 1990)

An essence of team-work is to help solve the problems and come to a quick and timely decision. The use of visual aids and excellent illustrations in the form of charts, graphs, flip charts, whiteboards is practical and advantageous according to Awujo and Nutsukpo (2010). The use of audio-visual aids is more of a memory recall tool and better teacher that either one of them functioning alone. Imaga and Ewurum (1998) agree that the use of audio-visual aids in communication has many benefits:
(1) It gets more teaching and illustration done in shorter time.
(2) Agreements develope when people see video content.
(3) It helps even the presenter to also see what he is saying and the abiding logic, and
(4) Talking with pictures captures interest and maintains same longer than those with without picture.


2.8	Team Planning
Team planning is the process by which team members (ahead of time) think and decide what to do, by who, with what, when and how long in line with corporate and team objectives, this is because failing to plan is planning to fail. Because it is team planning, the team members must be actively and objectively involved.

Definition: Team planning is thinking in advance, what the team is to do before implementation. It is the process of preparing for the commitment of resources in the most economical fashion and ensuring is timely achieved with less disruption (Akanwa 2006). Whether in a team or individual, it is anticipatory decision-making involving the setting of objectives, charting a course of action, allocating resources and implementation (Gomez-Mejia et al., 2008). 
Team Planning involves asking to know or explain:
i. Where are we? What is our current status?
ii. Where are we going? What is our specific objective or goal?
iii. How do we get there? What is our strategy?

Apart from the corporate mission or what the organisation stands or what the organisation wants to achieve. These should be thoroughly discussed, understood, harmonised and accepted. That way, the corporate goal is achieved as well as the teammates.

SWOT Analysis – Analytical Tool in Team Planning
The above three team planning questions can align with the Strategic Performance Analysis or SWOT Analysis (Strengths, Weakness, Opportunities and Threats Analysis). It is an analytical management tool that breaks the business environment into strength and weakness also called the internal environment of the team, opportunities and threats in the (external environment) business environment (Alugbuo and Inyanga, 2007), (Agulanna and Madu, 2003) and (Akanwa, 2006, 2007). In this analysis, the team must critique itself, in respect of the firm and weak areas, pointing out the opportunities embedded in the business environment as well as threats or challenges to meet.

Strengths: Ascertain the strengths of the team. What can be done to reinforce or build on the strengths? These should be discussed and not taken for granted.

Weakness: The weak point of the team should unveil because the team must criticise itself and jointly determine how to help itself turn around the weakness into a strength.

Opportunities: The opportunities in the business environment needs identifying and grabbed before they disappear or grabbed by another team.

Threats: Threats or challenges (competition) can be internal or external. They may be content-based threats or process-based. They must be identified and drawn up and worked upon to contain them, or ignore them, or fight them depending on which is more beneficial to the team at the time.

Objective: Teams have goals they must achieve. These must state that all involved must know and understand the concerns below:
What to do – what to achieve – the goal.
When to do – the particular time it must be achieved – time frame.
Who has to do it – the particular team member that should do it.
How to do – the way, the process, the strategies to use in achieving it.

The process of setting the objectives must involve all the team members, including the leader or manager. Research has confirmed that team members are happy working achieving the goals they understand, accept and or fashioned (Kharbanda and Stallworthy, 1990). 

2.8.1	Why Teams Fail
Failure is the total and complete collapse of the team. There are quite a few reasons why teams fail. Poor composition and poor management of the teams are responsible. Each team consist of a work set employees that have a pool of relevant, diverse and complementary attributes that is capable of achieving the raison d’etre of the team formation. Any structuring that falls short of that quality or feature is not a balanced team. The leadership has the vision and passionately provides the direction (Maxwell, 1999). The management of the team is another crucial factor in the success. The linker must manage or coordinate his/her team correctly. Even a high performing team that has reasonable balance and the many descriptions in problem-solving, which can eliminate the phenomenon of groupthink, can still result in opposing views and conflict if the leader is inexperienced in handling those opposing or diverse viewpoints. It can destroy the team.

Poor Composition: It describes the situation of the unbalanced team. A team that lacks in one or more of its relevant attributes is not balanced and so may not be able to effectively and efficiently achieve its central goal. Team members must also be cross-trained to achieve the level of effectiveness and efficiency needed. Also, be able to function even when a member is ill or functioning at a minimum.

Poor Management: Poor management manifests in these ways:
(a)    Lack of Linking or Coordinating: The linker or coordinator or leader is crucial to the success of the team. The coordinator’s job is to understand the big picture and rally the teammates to contribute their efforts at the right time, quality, and quantity for the desired effect. The duty of integrating the team members’ efforts is to achieve the team’s goal and member satisfaction.  

(b) 	Poor Relationship Management: Interactions whether formal or informal must be appropriately managed to achieve the desired harmony in the team. A boisterous and extroverted team member can dominate or stymie the effort of the quiet introvert in contributing to the meeting, limiting the contributions or alternatives available from team members.   

(c)	Poor Information Management: The leader should know how much information and details needed by the team to avoid misunderstanding amongst team members

(d)	Faulty Decision Making: Generally, people make decisions based on facts. However, facts are hardly the only factors that affect decision-making, as the principles and values of the team members and the task environment taken into account.

(e)	Failure to Improve Organization: Some members of the team thrive to saboteur the efforts of the team thus negatively affecting the overall improvement of the organisational performance.

(f)	Lack of Allowance for Failures: Management always expects to achieve her goals, but right managers understand that failure is a process of learning and so should not victimise failure. Instead, the reason for failing should be ascertained and learnt from to become better (Adair, 1986). 

2.9    Types and Forms of Teams
Going by Kharbanda and Stallworthy (1990), Ryan, Johnson and Fine (1990) argued that there was no area of human activity where teamwork was not relevant. Teams generate a climate of loyalty, according to Tom Douglas (2003), which stems from the acceptance of dependence on others to achieve the desired outcome. They closely knit together. Members accept the skills and knowledge of other members as a collective resource pool and a sense of sharing and shared experience, which distinguishes members from non-members.

Teams are either manager managed or self-managed by categorisation (Gomez-Mejia et al., 2008). They come in the forms of Top Management Teams, Research and Development Teams, Project and Matrix Teams, Parallel Teams, Skunk Work Teams, In line with the nature of their goals, all teams grouped under cross-functional teams - teams drawing members from different functions or departments. The super team as presented by Hastings et al. (1990) of Ash-Bridge is a vision status each team aspires to. Specific Examples of Teams presents thus:

2.9.1	Top Management Team
Top Management Team is also called corporate officers. They include the Chief Executive Officer, the Executive Directors and the Heads of Departments. Their objective is to achieve the corporate missions and goals. They also develop the strategies for achieving the missions and goals and competitive advantage. According to Jones and George (2003), their strength range from five to seven and should emphasise diversity in skills, knowledge, expertise, experience, sex and culture as much as possible. 

2.9.2	 Research and Development Teams
Research and development team, according to Jones and George is a team composed of members that have the needed expertise and experience to develop new products. Such teams search out better ways and processes of achieving organisational goals to uncover the information or facts they need to compete, to stay in business and also have a competitive edge. 

2.9.3	 Project and Matrix Teams
Agulanna and Madu (2003) see project teams as a temporary organisation where specialists from different functional areas are used to achieve the particular project after which the team disbands and the team members redeployed. 



2.9.4	Parallel Teams
Parallel Teams, sometimes called problem-solving teams or better still called special purpose teams according to Gomez-Mejia et al. (2008), focus on a problem or issue that requires only part-time commitment from team members. Super teams make extensive use of parallel teams to speed up their success (Hastings et al., 1990).

2.9.5	 Skunk Work Teams
An intrapreneur is deliberately separated from the normal operation of an organisation to encourage the team to devote all their attention to developing a new product, or product improvement is called Skunk works team (Jones and George, 2003). They are highly innovative, fast-moving, slightly eccentric in activity and operating at the edges of the corporate world, often achieving remarkable successes in areas that have been written off.

2.9.6	 Virtual Teams
A virtual team is one whose members seldom ever meet face to face. They interact by using various forms of information technology such as e-mail, computer network, telephones, fax, and video conferences. It brings the privilege of interacting with somebody or people of far-away lands and reaping the benefits of cost savings and beating risk on life from transportation. 

2.9.7	 Super Teams
Super team is a multi-disciplinary work set of people carefully designed, equipped and motivated to be a high performing team, which produces outstanding and identifiable achievements. They weave together a rich fabric of competencies, experiences, attitudes and values, which create a tightly woven and integrated cloth suitable for many purposes. Super Team, the Ashbridge Team Working Approach is the creation of Hastings, Bixby and Chaudhry-Lawton (1990).

2.9.8	 The Invisible Team
The indivisible team, quite distinct from a virtual team already discussed, consists of all those outside operators that affect both the team members and their output. According to Hastings et al-(1990), they include the Customers, the Sponsor of the Team, the Service Departments, Subcontractors, Gate Keepers, Outside Experts, Family Members of a Team. The manager must care about them.
2.10	The Effective Team
Winners never quit, and quitters never win, is a famous saying. Teams which cannot win cannot be said to be effective. The competent team is one which functions at the optimum and wins or delivers on schedule. Every team member must be involved in everything (Agulanna, 2006). The manager and the management should reinforce team spirit by recognising and celebrating team effort instead of celebrating an individual star of the team which is antithetical, Agulanna and Ugiagbe (2010) principle of support in teamwork. 

(1) Team Goals/Objectives: The team must know and understand the goals. One, the corporate bank goal or the team goal and the personal satisfaction must be apparent in the minds of the teammates. Goals and specific objectives including the team's immediate tasks for accomplishment must be cleared, understood and emphasised. It helps progress to be made in the right direction to avoid conflicts, which costs more to resolve, draining the purse of the organisation. Periodic reviews will refocus the team on the goals, improve cohesiveness and guarantee oneness of purpose.

(2) Team Roles and Responsibilities: In each organisation, teams ask these questions: who does what? Who answers or reports to who? What are the responsibilities or terms of reference? Because they unravel what expectations are there for each team member, these must be cleared and emphasised so that each knows whose report or input he is expecting and whom to forward his bit to, to avoid role ambiguity, which presents conflicts and role overload on a team member 

(3) Team Procedure or Work Processes: How does the group work to achieve the goals? Paragraphs 1 and 2 dealt with the what and who in the group respectively. The review has arrived at: how does the group function to achieve its goals in decision making, communication and meetings?

(i) Decision making - How are decisions made in the group? Who is responsible? Teams decide by consensus,but at times leaders may have the final say? These have to be cleared to avoid conflicts and frustrations.

(ii) How does communication get carried on? Who communicates and to who and when? How often and what method? Spelt out, they improve teamwork, because nobody would go against it. Any deviant would look odd and out of place. Sanctions may follow.
(iii) Meetings- When and where? How often? Meetings must not be boring and or useless, i.e. convening when there is no need. Meetings should share the appropriate information and on time and when necessary. 

(4) Interpersonal Relationships: The proper and adequate interaction of the members of the team develops a friendship, mutual trust, and respect, support, useful and valid communication. These work against brewing conflicts, but readily resolve one when it rears its ugly head. Asa result, teamwork goes on smoothly and steadily facilitated. In interpersonal relationships, allowance made for errors and correction in the learning process. This allowance inspires confidence which encourages innovation.

(5) Team Leadership Needs: There are various definitions of Leadership. This section would see it as the getting people to work, to achieve the goal of the enterprise (Awujo, 2010). Teamwork will thrive when leadership needs to be shared by all Gomez-Mejia et al. (2008). The leader must be the arrowhead to initiate projects or tasks and classification. He inspires the team and must be clear about his vision or goal to be able to pilot or direct others. His leadership style influences the followers. He must get the best from them and so must develop and use the proper leadership style in the circumstance he finds himself. 

(6) Using Members' Resources: The maximum use of member resources, e.g. skills, knowledge and expertise and experience is essential in achieving the objectives. Members should share, support, counsel and help each other, for that is one of the reasons for teamwork. The leader in his linker "function" must integrate and coordinate the team activities to achieve the high-performance goal for the team (Margerison and McCann, 1990)

(7) Organizational    Environment: The organisational environment should encourage teamwork:    flexibility, sensitivity to each other's need trust and accommodation. All these not only encourage teamwork, but they also enhance it. Leaders, as well as members, should work hard to make their teamwork climate conducive for achievement (Hastings et al., 1990) because team members are mutually accountable for their performance (Gomez-Mejia et al., 2008).

2.10.1 Effectiveness and Efficiency of Work Teams in the Banking Industry
Commercial banks are profit-oriented. They perform two broad functions of
(a) Service and
(b) Money creating functions (Kanu, 2001)

(A)  	Service Functions include:
(1)  Acceptance and safe-keeping of deposits (cash and other valuables from customers and release same on demand).
(2)   Granting of loans and overdraft facilities to customers under excellent and reliable agreements or understanding,
(3)  Transferring of funds to a particular customer or creditor under specific order by the customer,
(4)   Moreover, providing managerial advice to industrialists.

(B)      Money Creating Functions include:
Money is the convenient means of payment in the form of currency (coins, cheques and other paper money). Sarnuelson and Nordhaus (2010) contend that it is a lubricant or medium of exchange, unit of account and store of value.
The bank creates some of the money it holds by fractional-reserve holding and lending a fraction of the deposits made by the customers. It is good to point out that the money lent out attracts interest higher than what the bank pays to the depositing customers.
As part of the financial system, banks facilitate the process of economic development by mobilising savings from surplus units and channelling them to the deficit units of the economy for productive investment (Kanu, 2001). Also, banks provide the medium for exchange and financial intermediation, and this is the centre of economic development (Ebhodaghe, 1997), and (Obioma, 2006).

2.10.2	Banks Structure, Governance and Operation
The banking industry is structured thus - Bank headquarters at the urban area, usually the state capital or Lagos the metropolitan commercial centre or Abuja the Federal Capital Territory with branches in the states of the federation in line with the viability of location. Kanu (2001) called it branch-banking.
The management structure of the bank has the Chairman/Chief Executive as the Head, assisted by General Managers, Area Managers/Zonal Managers and Branch Managers. Some have the corporate governance structure of separate Board Chairman as the Chief Policy Maker, while the Managing Director is the Chief Executive.

Like any other business concern, the bank runs a business cycle preparing and running a budget and presenting the account of its operation, enabling employees to know how it is faring and what to change or emphasise in the business cycle of the bank. The employees work in teams by design to achieve their organisational goals. Often, the problem of fraud and forgeries and other dishonest behaviours encountered in the banking industry where integrity and trust are the pillars for success. These combining with other factors are capable of causing bank distress and perhaps collapse.

Kanu (2001) agree that fraud is a significant economic crime that has become intractable. As an outcome, extra time spent on board meetings in an attempt to find a solution to the persistent fraudulent practices among management and non-management staff. Kanu (2001) opines that the responsibility for the prevention and detection of the fraud and forgeries rests on management by instituting an adequate system of internal control. 

Government measures as exemplified in the national economic policies (that fight and halt inflation, depression even stagflation) and regulatory agencies will discourage fraud, but management's on-the-ground measures or industry-wide or bank specific internal arrangements would be more useful. Njoku (2005) advises strict controls on loans and advances before and after the full drawdown, as this is hardly one man's job. Management subjective measures like the implementation of the work team approach in banking operations will result in:
(1)      Drastic curtailment or even halt of fraud and fraudulent practices – In work would result in foiling or reporting fraud or dishonesty. Nwaze (2008) corroborates the above when he elucidates that frauds committed by sole perpetrators are difficult to discover.
(2)      Also, efficient utilisation of resources because of diverse and relevant skills are readily used to achieve the corporate goals.
(3)       With a team approach, synergy is achieved by the combination and cooperation of the members' relevant attributes to guarantee effective alternatives or solutions generated by the team.
(4)      Higher productivity - higher profits result because the team members are capable of producing synergies, innovation, speed, variety and competitive edge. All these result in higher productivity which translates to higher organisational performance.

2.10.3	 Teams Work Approach and Banking Industry
Ideally, bank functions with trust. She trusts the customer and vice versa. It means that two or more are involved, and it is a fiduciary relationship, the more the trust, the better for the bank and the customer. According to Okereke (2008), bank's principal business is risk-taking, and its primary raw material is that of deposits (cash received and held in trust for customers) which increase with (trust) confidence in the system. Even when Nigerian banking industry pursues minimum risks (Garba, 2003) the industry still makes extensive use of teams to ensure credible and successful operation/transaction while checkmating fraud and wastages thus, improving efficiency. 

The current world financial meltdown is not making it any easier as every industry must strive to survive the onslaught by devising a surer way of attaining corporate goals. Banks are better advised to resort to full team work strategy. This researcher agrees partially with the observation of Enebeli (2009) of observation that the plethora of measures adopted by governments across the globe, ranging fiscal injection or quantitative easing of monetary policy regulation, indicates single strategy is in itself sufficient to manage a crisis of this proportion. All those policies implemented in the individualistic and uncooperative work environment would fail. On the contrary, when implemented in teamwork success will be achieved 


2.10.4  Team Work Culture and Banking Industry
Low productivity problem which may climax in distress bank failure is a common occurrence in the banking industry worldwide. However, management is the main culprit causing the failure because the quality of management and staff makes an essential difference between sound and unsound banks (Ebhodaghe, 1997).
John Ebhodaghe, the past Managing Director/Chief Executive of NDIC, Nigeria Deposit Insurance   Corporation, also observed that the very significant characteristic mismanagement is the negative attitude and behaviour of bank managers which isdifficult to reverse by the application of external policies and measures. 

External measures cannot eradicate bank mismanagement, the proper internal arrangement of teamwork strategy to implement. A strong teamwork culture duly established and cultivated to pervade the entire banking system to manifest and insist on the adequate policy of matching assets and liabilities. 

2.10.5	Banking Sector Challenges
It is not new that there is economic meltdown which dragooned the financial sector (of which banks are essential players) into distress, particularly since the 1990s. The past Central Bank of Nigerian Governor Sanusi Lamido delivered the 28m convocation ceremony lecture of the Bayero University Kano, titled "The Nigerian Banking Industry: What Went Wrong and The Way Forward". He explained that the legal process and absence of reliable credit rating agencies, coupled with poor infrastructure contributed to non-standard banking practices. He also deprecated the lack of credit information on the customers because according to him, there was no uniform way of identifying customers. 
In the CBN sack of the Managing Directors (Sanusi, 2009) for lax credit administration process, absence or non-adherence to the credit practices of risk management, among others, the governor concluded by saying that the officers of the banks and debtors who contributed to bank failures will face the law. All proceeds from infractions will confiscate where legally possible.
As a panacea, the past governor believes that the CBN should adopt the reformation of the financial system in the next decade by building the following four pillars.
(i) Enhancing the quality of banks,
(ii) Establishing financial system policy,
(iii) Enabling healthy financial sector and 
(iv) Ensuring the financial sector contributes to the real economy.

However, Osiegbu (2008) recorded that lack of adequate internal supervision, fraudulent practices, bad management and bad loans and advances in the order of 20.1%, 16.4%, 13.0% and 30.1% contributed, to bank distress. 
That is the gap which the work team approach will fill with its cooperativeness and full communication features. It is sure to check or reduce the factors which were enumerated by Osiegbu and facilitated the achievement of the goals enunciated by the CBN boss.

2.10.6    Communication and Banking Industry
Communication is the sharing of information to achieve common understanding (Jones and George, 2003), Effective communication is that which achieves common understanding as double checked or feedback (Alugbuo and Ibekwe, 2011) helps to clear confusion and make the team action-ready.

Banks use communication to achieve targeted goals to sell their services to the public to stay in business and serve the customers. Banks also share information among themselves of the policies and directives and directions must communicate before eliciting obedience and or compliance which leads to the achievement of goals. 
Banking cannot succeed or become effective and efficient without communication. All these are given a boost by information technology discussed in paragraph 2.14.

2.11	Teams as Performance Enhancers
2.11.1	Decision - Making and Synergy
Effectively managed teams make higher quality decisions from their diversified brainstorming (Gomez-Mejia et al., 2008). Such advantages from diversity can make it possible for companies to achieve strategic business objectives which may result in competitive advantages. The benefits of using work teams, no doubt include lower costs, higher productivity, quality improvements, speed and innovation. These encapsulate in the word synergy - the higher performance gain achieved when efforts are combined. 
Gareth and George (2003) confirm that one of the leading advantages of group or team is synergy. People working in a group more appropriately can produce more or higher quality output than would have been produced if each person had worked separately, and all their achievements were combined (Akanwa, 2003; Akanwa and Ohiri, 2005). On their own, Gomez-Mejia et al. (2008) all agree that in teams, talents are blended to produce an outcome that is more valuable than the sum of the individual contributions. They opined that the essence of synergy captured in the saying “the whole is more than the sum of its parts”. 
a. To promote synergy, managers are empowering their subordinates by being coaches, guides, resources for the teams while refraining from playing more directive or supervisory role.  Empowerment, according to Jones and George (2003), is the process of giving employees at all levels in the organisation the authority to make decisions, be accountable for their outcomes, improve quality and cut costs. It contributes to effective leaders and managers to understand that empowering the teams has a direct motivating effect and double-tailed positive performance enhancement effect. Namely: 
i. Enhancement of team performance, which can be seen as useful in the team effort and 
ii. Improving the manager’s performance.

2.11.2    Checking fraud and wastages
On efficiency, banks and other financial strive to make more profit to justify their stay in business. Conversely, earnings pilfered and profit will shrink when fraud is committed in the bank. Wastage is the inefficient, careless or extravagant use any intentional misrepresentation of financial information. 
Checking frauds are much in Nigeria, with over 1,553 reported cases and over N8.8billion and several million in different currencies of the world. Over 300% increase from 2006 figures CBN Report, 2007, Chahas (2010) quoting NDIC puts the figure at N23billion Naira from cheque kitting alone is vital to avoid unpleasant consequences like distress. Osondu (2008) may be confirming the CBN report when he said the activities of fraudulent management had contributed most to the failure of most Nigerian business than any other factor. The egregious case of Enron Corporation is worth mentioning in this (Samuelson and Nordhaus, 2010). Here in Nigeria Ugwu (2008) pinpoints fraud as one of the internal factors causing corporate failure. Internal control and supervision which the work team strategy provides may check this problem which makes results in low performance. Oregon (1996) observed that the continued downturn in the Nigerian economy is related to the prevalence of fraud. 
In banking operations, frauds have been facilitated by the advancement in technologies- the issue of cloned cheques is used to withdraw money from the customer’s current account. The relevance of teamwork especially the sequential and reciprocal task interdependencies are bound to detect or at least discourage or minimise the incidence of this type of fraud. Chahas (2010), Sanusi (2010) and Nike (2010) recommend more intrusive supervision and effective implementation of the developed frameworks for risk-based consolidated supervision. With teamwork, it is achievable.
2.11.3    Teams and Motivation
Apart from achieving organisational goals, managers also derive another advantage – employee or teammate’s motivation in the work team approach to banking operations. In the higher intensity of interaction in teams, team members are likely to be highly motivated and satisfied than they would be if they were working on their own –as individuals. 
The Hawthorne experiment especially the Bank Wiring Relay Assembly, had proved that the experience of working alongside other highly charged and motivated people could be very stimulating. Also, working on a team can be motivating because teammates more readily see how their exertions and expertise directly contribute to the success of the team and organisational goals and they feel personally accountable for the effects or results of their work. Jones and George (2003) say that it is particularly the case with Hallmark Card Inc. USA.
2.11.4	Teams and Innovation 
Innovation is the creative development of new products, new technologies, new services or even new organisational structures. According to Drucker (1985) in Drabenscott (2006), it is the “specific tool of the entrepreneur” and the means by which change can come to the marketplace. 
Often an individual does not possess the extensive set of skills, knowledge and expertise required for the successful creation of the novel product or service. The manager would resort to creating a team of diverse individuals with knowledge and skills bases relevant to a particular innovation, as this explains why Drucker suggested that entrepreneurs could become more proficient in leveraging innovation and that a purposeful and organised search for change could yield more and better entrepreneurs. 
Bank managers are advised to empower their objectively drawn team members and make the team entirely responsible and accountable for the innovation process. 
2.11.5	Teamwork and Job Restructuring or redesigning
The job is a collection of related tasks (action steps) which achieves an identifiable piece of work or result. Awujo (2010) defined it as a homogeneous cluster of tasks. Job design is the manner by which managers decide how to divide tasks into specific jobs (Jones and George, 2003). Agulanna and Ugiagbe (2010) emphasise that a job when well designed, leads to job satisfaction and a higher level of productivity. 
Also called job restructuring, it involves determining the specific tasks to be executed or performed, the methods to use in so doing and how the job relates or dovetails into the other works in the team. When the job objectively redesigned or restructured, more is achieved. Conversely poorly designed, it leads to dissatisfaction, inefficiency,  lateness, absenteeism, job turnover, stress (and the related consequences)  drug abuse and perhaps sabotage (Agulanna and Ugiagbe, 2010).
Job Restructuring is the process of redesigning work relationships, tasks and processes to meet personal, social, team and organisational needs. It will no doubt give greater freedom to work teams including self-managed teams in their operations and the corresponding responsibilities for monitoring their performances while reducing to minimum direct supervision (Mullins, 1996). A well-designed job should satisfy the needs and goals of employees as well as those of the organisation for maximum rewards for both team and individual. 
Job restructuring has three components viz:
a. Job Rotation: it involves moving an employee from one job or task to another, affording the rare opportunity of learning to perform other team member’s task, this helps to improve interpersonal relationship which is both motivating and productivityincrease in the banks.  
b. Job Enlargement: Job enlargement is a horizontal arrangement which enlarges the scope of the job and range of tasks. It achieves variety and motivation due to an enlarged range of tasks the worker is challenged to perform. 
c. Job enrichment: This vertical arrangement incorporates motivating or growth factors such as increased responsibilities, involvement, the opportunity for advancement and a sense of achievement. Greater the autonomy and authority over planning, executing and controlling are achieved. It is motivating from Hertzberg’s (Two Factor) Theory point of view (Mullins, 1996). Thus, it achieves job satisfaction which yields motivation and resultant productivity. 

In summary, teamwork is very comfortable with Job Restructuring because it achieves variety, happiness, Job satisfaction, challenges, more autonomy, better quality of work life and motivation which improves bank performance. 
2.11.6	Teams: Co-operation versus Competition
Competition improves efficiency and performance. Cooperation is the essence of teamwork. Odozi (1996) underscores that point when he asserts that the relationship should base on cooperativeness and not competition or antagonism. Cooperation is invaluable, particularly at the time of stress or downturn, it strengthens trust and eases implementation parrying the adverse effects and the harsh impacts of the crucial decisions made.
Adair (1986) illustrates that competition and cooperation should be well- managed or combined since they have those laudable essential parts to achieve the purpose of higher performance. Concluding, competition combined with cooperation is teamwork,and this type of teamwork is the win-win strategy. 
2.11.7    Teams and Trust
Trust describes a situation where one can rely on the goodness of character of the other. It is reliability arising from consistency on records. Gomez-Mejia et al. (2008) defined trust as the willingness of one to make or increase his vulnerability to the actions and inactions of another whose behaviour he or she cannot control or effect. The phenomenon called trust is fragile and must be handled with utmost care as it gets built nurtured and maintained. 
Trust in teams is the foundation of teamwork the foundation of banks. Okereke (2008) sees banking as a marriage between banks and customers with trust and integrity as the foundation. If these factors (trust and integrity) are not present in quality and quantity, the banks lose their customers and collapse. 
2.11.8	Teamwork and stress reduction
Stress is the physical, psychological and behavioural reaction experienced by employees in circumstances where they feel that their ability to survive may soon be overwhelmed (Baron and Kenny, 1986) in Agulanna (2007). When stress levels become very high, it becomes debilitating, and the individual’s job performance may decline to zero (Ihejiamaizu, 2003). Helliriegel et al. (1999) in Agulanna (2007) confirm Robin (1989) when they say that there is a negative correlation between the quantum of stress in the working team and their overall performance. They have also confirmed Ihejiamaizu view, therefore, the higher the stress, the lower the productivity. However, some authors believe that team members will perform better under maximum stress. Hellriegel and his colleagues believe that it may be difficult to ascertain the optimum stress levels of team members since they may not have the same optimum point of stress. For this reason, they advise managers should be concerned about excessive stress side of the curve in stress and performance relationship (Agulanna, 2007) than with how not to add to employee stress. 
Agulanna (2007) confirmed the above and also recommended team building activities as a panacea to stress. The team building is the effort to improve team functioning, viability and performance. 
2.11.9	Teams and Ethics: Higher Performance
Teams usually achieve more, but proper ethics (also described as the goodness of thought) duly imbibed during the developmental stages of norming will guarantee better performance and higher achievements.  Ethics is the systematic study of moral choices and standards where we make the right choices. It combines both individual factors (of motives, values, knowledge and beliefs) and collectives or group factors (of formal structures, group norms, organisational cultures and power relationships) to achieves ethical choices and decisions (Griseri and Seppala, 2010). These sound ethics delivers code of sound behaviour to ease performance to increase achievements. It breeds or promotes trust in the organisation and helps to prevent conflict of interests, temptations and challenges for uprightness to achieve discipline, character and order. These no doubt ease performance to increase achievements or productivity and corporate goodwill.
2.11.10    Teamwork and Emotional Intelligence (E I)
Emotional intelligence is the ability to gain and beneficially apply knowledge and skills in respect of one’s moods and emotions and those of others in the workplace. It enhances personal effectiveness and is central to achieving targeted goals, and also it reduces stress and allied sicknesses and their consequences.
According to Agulanna (2006), emotional intelligence has these four competencies. 
i. Self Awareness 			-	Understanding self
ii. Self Management 			-	Managing Self
iii. Social Awareness 			-	Understanding  other and 
iv. Social Skills 			-	Managing Others
Emotional intelligence helps team members to understand themselves to improve their bonds of friendship, trust, cooperativeness, collaboration, and emotional support (interpersonal relationships) which enhance cooperation and integration.
2.12    Self – Managed Teams
A team of employees assigned on the full-time basis for a longer duration, work and oversee their activities, monitor the quality of the goods and services they provide, is called the self-managed work team. They are created to improve the more valued and longer lasting intrinsic employee motivation (Agulanna and Ugiagbe, 2010) to increase quality improvement efforts of the organisation. 
They are also called process teams (Gomez-Mejia et al., 2008) and empowered by their manager, who equips them entirely even with specific work goals, resources and other management support. Some self-managed teams use supervisors who do not supervise instead they coach or facilitate the work of the teams. 
Self-management in teams relies on trust to excel and is the subject of the next paragraph. 

2.12.1`Self-Managed Teams and Trust
Trust is an essential condition for a successful self- managed team. Team members are mutually trusting and accountable for their output because they must cooperate to achieve for they have equal stakes in the arrangement.  The self-managed team requires the highest degree of trust because of the supervision of the team members,and so they are mutually vulnerable (Gomez-Mejia et al., 2008). Where trust is present, there is a higher likelihood that team members will cooperate to complete critical tasks because lack of cooperation may make the team members fail and when one fails the entire the team has failed because of their mutual accountability. Achieving or creating trust in teamsrecommends that the norm of trust must be built even from the forming and norming stages of team development. 
The self-managed work team approach could be better appreciated if it is placed side by side with the regular manager work team approach. 




2.12.2	Self – Managed and Manger-Managed Teams
Self-managed teams are the team management arrangements where the teams make those decisions which are considered the traditional reserve of the supervisors or managers. The teams are empowered to take the responsibility and autonomy to complete identifiable pieces of work. The manager provides an overall goal, or the whole piece of work and team members decide on their own, what to do, how to do it (strategy) and which teammate will perform which specific task (Jones and George, 2003). They may have a team leader who is one of them, chosen by them or nominated by the manager from among them.

On the other hand, the manager-managed teams are ones led by supervisor or manager in his or her full capacity as the supervisor or manager. We can summarise the manager-managed work team approach by stressing that the manager is entirely in charge and there is no power devolution or sharing. In the strict sense, the manager makes decisions for the group. He can at best, allow them to have their say but the manager has his way. The teams that fall in here are ones composed of the manager’s subordinate’s, e.g. parallel teams and project teams. 

Each of these broad categories of teams has their leadership styles as their distinctive features. These will study their leadership behaviours and their team behaviour features. 

Leadership Behaviours:  In self-managed teams, the leadership style is democratic, fluid and sharing leadership style while the manager-manager-managed team’s leadership smacks of the traditional directive style with the leader mostly deciding for the team. The style is autocratic. In fact, the team members may have their say, but the leader-manager has his way. It is the paternalistic dependency (father-child) relationship. 

Ivancewich et al. (1997) had done an excellent work identifying and comparing the self-managed and manager-managed leadership forms as recorded by Gomez-Mejia et al. (2012)



Table 2.2: Comparison of Manager Managed and Self-Managed Leadership Behaviours 
	Traditional leadership behaviour
	Self-managing leadership behaviours. 

	Organization:
Structures own and subordinates works 
	Organization:
Encourages self-reward

	Domination:
Restricts or limits the discretion of the individual or group. 
	Domination: 
Encourages self observation 


	Production: 
Sets standards for task performance 
	Production: 
Encourages self goal-setting.

	Communication:
Produces seeks and exchanges with groups. 
	Communication:
Acts as a role model by displaying appropriate behaviour. Fosters the development of a culture and supports self-leadership. 



Source: Ivancewich, J.M., Laurenzi, P., Skinner, S.J and Crosby, P.B. (1997) Management: Quality and Competitiveness in Gomez-Mejia L.R. and Balkin, D.B. (2012) Management: People, Performance and Change. New York USA: McGraw Hills Companies Inc.

2.12.3	Getting the Best from Self-Managed Teams

Self- managed teams have many strong points but to achieve a top class self-managed work team, the manager according to Jones and George (2003), must do most or all of these:
i.  The manager should give the team which he drafted, enough responsibility and autonomy to execute the job. The manager or supervisor should not solve and work or process problem for the team. Instead, he should coach, support and facilitate. 
ii. Make sure that the work is intricate enough to task the members to put in their best. Naturally, tasks that have some steps and different procedures at each stage will draw out the team members’ best.
iii. Ensure that the team members have different skills and expertise that are relevant to the task achievement. Members should also be encouraged to cooperate and interact fully. While this will cover indisposed members, it will equally discourage social loafing. 
iv. The team members of the self-managed work team must fully cross-trainto be able to rotate on tasks or do each other’s tasks effectively. It preempts and proactively provides for those days when one member of the team may be unavoidably absent. 
v. The team members must relevantly train for the teamwork, their skills notwithstanding. They should be able to carry out minor repairs of the work machine without having to take management time and resources to schedule an engineer who will take more time and perhaps fix the minor repairs which could have been done by members effortlessly.
vi. Teams must be adequately empowered. Enough top management’s support must be called for and received, in addition to enough tools and conducive environment. It includes making provisions for failures and is very important because failure is also a  process of learning as that failure eliminates one of the alternatives in the decision-making process in addition togiving one reason to learn why teams fail. 
Empowerment goes beyond training, autonomy and access to resources to include strategies and technology and more. It is time this study focuses on assessing its impact on work teams. 

2.13    Information Technology and Work Teams 
Information technology is a means for transforming information and or data, into a finished product. It is known to improve the performance of operators and can allow new operations that were previously impossible (Armstrong, 2006). The two words information and Technology are discussed further to make more meaning. 
Information defined as raw data processed for meaningful use. The reasons for information are: 

i. To have the input to use in making effective  and efficient decisions,
ii. To have a tool of control of activities of the organisation, and 
iii. To coordinate the activities of the organisation. 

Technology on its own is the means of transforming inputs or information to outputs or products (Gomez-Mejia et al., 2008). 
According to Jedd (2005), information technology has given teams powerful new tools to collaborate with each other on the project even when members physically separate from each other. The link between information system and completive position is an essential determinant of success or failure of the organisation. The high speed, ease and user-friendliness of the technology is very outstanding. Group software also called collaborative software, supports the collaborative efforts among group members such as scheduling meetings, holding meetings, sharing information/documents and so forth. Teams can be more productive using less downtime, despite conflicting demands placed on each team member’s work schedule, to work on other tasks. Jedd (2005) said that information technology had revolutionised control because they facilitate the flow of accurate and lively information up and down the organisational hierarchy. More so, between functions and divisions to being used, by who and also ascertain deviation for corrections (Jones and George, 2003).

2.13.1	Control Systems and Information Technology
Control systems are formal target-setting, monitoring, evaluation, and feedback systems that provide managers with information about whether the organisation’s strategy and structure are working efficiently and effectively (Larange et al., 1980).
As a result, the active control system should alert manager when something is the going wrong and give him time to respond to threats and opportunities. It has three characteristics viz:

i. It provides accurate information and gives the manageran accurate picture;
ii. Provides managers with information promptly because deciding by out-dated information is a recipe for failure; and
iii. It must be flexible enough to allow managers to respond  as necessary to unexpected events; 

New forms of information technology have revolutionised control systems because they expedite the flow of precise and timely information within the organisational chain of command, and between functions and divisions. Today managers routinely feed information into the company’s information system or network and start the chain of events that affect decision making in other parts of the organisation. 

2.14  Ways of Improving the Impact of Information Technology’s on Work Teams Approach
Information technology is a means to an end and not an end in itself. As a result, the proper use or a better combination of the system with others can yield a better result, to improve the impact of work teams, the following should take place.
a. Increase  face-to-face communication: 
Information technology used by itself will swallow the jobs and make the employees jobless and turn the entire system including the human element, the essential resource in the organisation, into a machine. For this reason, as much as possible, face-to-face communication should be included or made part of the communication system to yield a better result and save jobs. 
b. Redesign the organisation:
The tall or mechanistic organisational structures of the too much control from the centre or headquarters can tolerate information technology but at very high costs of lost business opportunities and person-hours. Consequently, information technology can be used to create small self-managed units (Hallal, 1996) and go ahead to use groupware package (intelligent system) to integrate all the operations of the small units into a working whole. 

The flexibility and the convenience (for instance electronic -baking) which information technology presents have continued to boost productivity. Employing teleworking and telecommuting, a convenient way to augment face-to-face communication or meetings, information systems are becoming more user-friendly and inexpensive. 
Capacity Building: The users must train and retrained to be able to efficiently use the machines or technologies including the improved or innovated ones without incurring additional or unnecessary costs. 

Information technology has positively impacted on work teams, as business application tools are in the state of continuous change as more functions added to both the software and the hardware. Gomez –Mejia et al. (2008), advise that the user require constant updating of personal computer skills to master the upgraded versions of the software, and the team to learn new software applications that are adopted by the company. Such updating will no doubt improve benefits coming from the use of the technology. Also, making the technology, more user-friendly, especially for managers who have little or no prior experience, may lessen their resistance to it as they may be suspicious of losing their jobs or authority and power. As a rule, Gomez-Mejia et al. (2008) advice that employees at all levels should be involved in a discussion on how best to exploit information technology to create a competitive advantage.

2.15    Ways of Improving the Work Teams Approach (Team Building)
Teambuilding is the process of diagnosing task procedures and patterns of human interaction within a workgroup, to take steps to improve the overall performance of the team. The organisational task procedures and interpersonal relationship are the targets. Awujo (2010) underscores that the technique of team improvement focuses on only one team, identifying blocks to team effectiveness and developing goals to achieve the desired goals.  According to Alugbuo (2004), team building is an effort to improve team functioning effectiveness, viability and performance. Adair (1986) saw team building as the forming of a new team or amalgamating two teams or organisations to form a new entity, reconstituting or revitalising an old one. It is a sure way of improving the work team strategy in the banking industry.

From the two definitions given, a derived working definition can define team building as the actual fashioning of a group of intensely interacting employees, trained for achieving a given piece of work and exerting the necessary effort to improve on the team functioning efficiently and efficiently. Team building is developing better employee or team member participation, involvement and committed.
To get how to improve the work team approach, we must review the team formation and team building process.
2.15.1	Team Building Process
Team building is a continuous activity because team’s effectiveness can always decline or improve. At the prescriptive level, team building follows steps one to six recorded below:
1. Identify the work goals, job or task analysis and personal requirements, person analysis.
2. Decide on the need for a team as a strategy for the attainment.
3. Identifying and drawing up a team of the desired experts in the relevant areas who possess the proper personality and desirable attitude to work in teams. 
4. Train them and equip them with the essential tools and words of advice, inspire honest communication, motivation and assurance of management support, and each person accountable for the team’s outcome. 
5. Monitor progress and mentor the team. 
6. Evaluate the performance of the team, providing result feedback for modification of objectives or setting new ones. 


From their research, Cameron and piece (1995) had presented us with a good model for effective team building as shown in the diagram that follows:
     Set organisational objectives
	
			Agree on individual and team objectives
Provide			
Feedback
			                                                            Plan Activities and set targets

Evaluate performance and				                    Training and development activities
Current environment
				

        Monitor activities against targets	

Figure 2.2 Building Effective Team Model
Source: Adapted from Cameron, S. and Pearce S. (1995) The Management studies handbook, London England, Pitman Publishing. 

Selecting the Right Team Members
Kharbanda and Stallworthy (1990) see this exercise as selecting the right people for the teamwork, giving them meaningful roles and conducive environment. Adair (1986) summarises three key factors that are pertinent to this exercise of selecting the right team members as:
i.	Technical and or professional competence 
ii.	Ability to work as a team and
iii.	Desirable personal attributes 
a.	Technical and or Professional Competence: The first attraction to the prospective team member is technical and or professional competence which he or she possesses – what he or she brings to the team. These attributes are what qualifies one to be on the team because it is what he or she should contribute to the achievement effort of the team.
b.	Ability to Work as a Team Member: Teamwork means working cooperatively together to achieve the stated goals. The members must be sufficiently motivated to approach work as a team and make the desired meaning parallel relationship. If the team members are not motivated, they may adversely affect the morale and commitment of the rest, thus being counter-productive. 
c.	Desirable Personal Attributes: When technical competence and employee fitness or team membership established, the manager will now turn to the desirable personal attributes of the team member.

2.15.2	Team Building Exercises
When the team has objectively drawn, other team building activities must naturally follow to improve the work team strategy. Team building exercises help to improve the results of work team approach. Team members train because the team needs the experience. The experience in which the team builds upon, the duration of the teamwork goals and terms of reference positively relate to the amount of time invested in the training.
These exercises and more are no doubt avenues for introducing experience into the team moving it up to active team status. The ascertainment of the status of the team must come from the reviews of the teamwork activities. 

2.16     Team Maintenance
When members of the team are failing on productivity, the astute manager must return the team on course for corporate goals and standards (both technical and behavioural) to restore relevance. 

2.16.1	Definition
Team maintenance is the servicing or repairing of the team to stay in the existing state of effectiveness and efficiency or to achieve excellence (Adair, 1986). For technical standards, retraining in the case of new technology and workshops can be used to achieve this goal. The point must be that t the manager must see himself as the resource for the team regardless of the team type, and so must try to help the team to function more efficiently (Jones and George, 2003).




2.16.2	Determining the Team Need and the Management
The performance level of the work team approach can ascertainfrom effectiveness, productivity and satisfaction levels in the teamwork. It enables one to tell if improvement is desirable or contemplated. 
An individual will judge the performance of the groupregarding fulfilling his individual needs for friendship, developing his talents or confirming his sense of identity, establishing and testing the reality and increasing his sense of security and a sense of purpose. 
Organizations that seek to achieve higher performance should ensure that teams are happy interacting closely, teaching and learning from each other and fulfilling their social needs of interaction at the personal levels they will be happy and so produce more. Therefore, management must have the capacity to objectively provide the conducive and appealing work environment which includes mentoring opportunities, constant training, retaining and cross-training and appropriate compensation and rewards (Sanyaolu, 2008). 
Having attained a level of achievement on those concepts, some room which exists must be worked for to achieve active team status, by reviewing the Alugbuo’s (2004) characteristics of active teams and recommending improvement strategies.

2.17 Team Cohesion
Team Cohesion is the group’s property, which inferred from the number and strength of mutual positive attitudes among members of the group (Alugbuo, 2004). Adair (1986) understands it as the magnetic attraction of members to the centre of the group. Cohesiveness is the strength of the member’s desire to remain in a team and their commitment to it (Hellriegel et al., 2001).
Huczynski and Buchanan (1991) see it as the sum of all factors influencing members to stay in the group. Jones and George (2003) agree that group cohesion is the degree to which members are attracted or loyal to the group. However, Alugbuo (2004) defines it as the result of the positive forces of attraction towards the group outweighing the negative forces or repulsion away from the group. All the authors agree that cohesion is the state of being loyal, committed and supportive (Gomez-Mejia et al., 2008) of each other in the team. 


This Cartwright (1968) model in Alugbuo (2004) helps to determine or explain group cohesiveness.

 (
GROUP COHESIVENESS
Equals (=) Resultant of the forces acting on members to remain in the group. These forces arise from.
)
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(1)
Determinants of group effectiveness 
(a)Incentive properties of the group
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(c) Expectancy
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Consequences of group effectiveness:
(a)Maintenance of membership
(b) Power of group over members.
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Figure 2.3: Scheme for Analyzing Group Effectiveness 
Source: Adapted from Cartwright (1968) in Alugbuo (2004) Elements of management. Owerri, Nigeria: Achugo Publications, p.173

2.17.1	Effects of Team Cohesion
Alugbuo (2004) disclosed that some research findings show a positive relationship between high group cohesiveness and productivity and member satisfaction. Team membersof a highly cohesive group experience less absenteeism and work-related anxieties than those of the low or non-cohesive group. Higher cohesive groups are higher in job satisfaction and lower on job turnover. Managers are therefore encouraged to work for higher group cohesion by re-designing the work to achieve a higher level of group cohesion.

On the other hand, when a group depicts lack of cohesion, productivity is sure to suffer. It is the manager\s duty to move in to inspire or inject some level of cohesion. Huczynski and Buchanan (1991) in Alugbuo (2004) advice a redesigning of the work bringing the members closer to each other to increase group cohesion, thereby lowering members grumbling, resentments, lateness, employee absenteeism. It would foster better adjustments which would increase member performance and productivity. Alugbuo supports the two authors by confirming that the evidence favouring job redesign is so significant that both at shop floor and management levels, attempts continue to be made to design robust and cohesive teams.

2.17.2	Factors Leading to Team Cohesion
Factors that lead to team cohesion all revolve around the common interest - the magnetic pull that attracts people to the group or team manifest itself in different forms. Agulanna and Madu (2003) disclose that a threatened group or team would unite against the source of the threat. It could be to fight it, or to avoid it or to accommodate it, but it coheres them. Homogeneity in culture, religion, social background, education, training, sex (and sexual orientation), cause pursued can equally unite people. Group successes and achievements make the members cultivate the feeling of group pride, respect and admiration for each other as comrades. The four factors leading to group cohesiveness are:
1.	Team size
2.	Effectively managed diversity
3.	Team identity and Healthy Competition, and
4.	Celebrate success
They are to examine,and improvement measures preferred.
1. Team Size: Small sized groups or teams are more motivated and committed to each other and group than large sized groups. Small sized groups are more likely to interact more closely while large groups are susceptible to less cohesion, which matches more that are conflict-generating. Gomez Mejia et al. (2012) recommended seven employees for a high performing team and equally recommended the group size of 5-12. 
2. Effectively Managed Diversity: People tend to like and relate to people like themselves. Effectively managed diverse employees or team members will cause the diverse teammates to interact better or at a higher level of cohesion. As diverse as they are, so are their ideas, skills, expertise and knowledge, which they must share, to make the organisation to benefit from their cross-fertilisation of ideas and pool of wisdom. Positive multiculturalism, a condition which allows an individual to acquire new competencies, perspectives and attitudes that improve the person’s ability to relate effectively to others regardless of their background or characteristics, is recommended by Hellriegel et al. (2001). Effectively managed diversity will no doubt improve the teamwork strategy and productivity. 

3. Identity and Healthy Competitive: In low cohesive groups, the manager can inspire group identity as a device to attain cohesion which improves performance. Healthy competition achieved by displaying the measure of each team’s performance and the extent to which they have met their goals on TV screens at the company cafeteria or public place. The Nigerian banks can copy this or a variation of it.

4. Celebrate Success: The manager is advised to celebrate successful team outcomes with award for team members, and or recognise outstanding individual contributions to them with an awards ceremony, to achieve cohesion. These celebrations build team spirit because the teammates come together to celebrate success which is celebrating the triumph of cooperation. 

2.18	Managing Teams for High Performance 
 Teamwork is a veritable tool for achieving high organisational performance since it contributes effectiveness, efficiency and competitive edge to the organisation. 
To manage teams to achieve the high organisational performance, the manager does this by:
i.	Conceiving a vivid picture of the result and communicating his vision;
ii.	 Empowering and motivating the team members to achieve the set goals
iii.	Reducing social loafing or getting every member to contribute to the best of his ability. 
iv.	Help the groups to manage conflicts effectively.

Conceiving Vivid picture of Goal: A leader conceives a high ideal and its goodness he understands and communicates it clearly and convincingly to his into the vision through the appropriate feedback. 

Motivating the group to achieve organisational Goals: The manager can motivate the team in different ways. He can very well promote the members to the next grade level (salary increase). He can also pay bonus-either by tying the bonus to the performance of an individual in outstanding performance or by group bonus if the performance cannot trace to any particular person. Employee empowerment is another strategy for motivation, and so is delegation if well-managed. Persuasion and transaction can also be sued to spur them to action. 

Reducing social loafing in groups: Social loafing or chiselling or free riding (Gomez-Mejia et al., 2008) is the tendency of individuals or teammates of putting forth less effort when they work in teams than when they work alone (Jones and George, 2003). Control social loafing from the onset; if the team’s high-performance norms were well-established during the forming and forming stages of team development. The team members would know how to behave and not incur the members’ wrath. 
To improve the team effectiveness, managers or team leaders, will also do any or all these three to check social loafing, which is a direct threat to productivity and worker morale.
a)	Make an individual contribution to the group identifiable. 
b)	Emphasize the value contribution of the individual members. 
c)	Keep the group size at the appropriate level. 
d)	Empower team members to control over the appointment of new members 

Managing the Non-Conforming High Performer: Like the free-rider or Chiseler, the non-conforming high performer is one team member who performs on the team job, but he is too individualistic and disruptive by behaviour. If he is not controlled or managed, his behaviour may undermine the team morale. According to Gomez-Mejia et al. (2008), appropriate management strategies must be employed to manage him or her. 

Transformation of Team to Effective Team:
To transform a team into a competent team requires working on the three interlocking ingredients of a competent team. These ingredients are briefly discussed in the section following.

Leadership: Leadership heads the team. A leader inspires the group to do better in line with his vision. He must motivate the members to achieve the vivid picture he has in his mind. 
Membership: Roles and functions: Leadership shared between members and the team leader. Since they are multi-skilled or cross-trained, both the leader and members must blend their efforts to achieve the stated goal. The members must share in decision making, and the leader can help out if a team member needs help.
Strategies: The strategies of working together are the shared processes. There must be a standard method of working on the project known and understood by the team leader and team members. It may be a scientific method or framework or terms of reference for decision making, problem-solving, and innovative thinking. It is a primary minimum requirement.
These three ingredients can be put in the three-ring model and so can be called three Ring Model for effective leadership (Adair, 1986).
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Figure 2.4: Three Ring Model (Ingredients) for Effective Leadership
Source:  Adapted from Adair (1986) Effective teambuilding, Reading England: Gower Publishing Co. Ltd. P. 93.

When the leadership, membership and strategies for working together are adequate and adequately utilised the excellent result inferred from the following group property: Communication, decision making, cohesiveness, morale, conducive atmosphere standards and procedures (Adair, 1986) 

Without interpersonal relationship, groups or teams cannot achieve their stated goals. The three-ring model had demonstrated that people must interact to work and socialise to relate. There are times when misunderstanding or conflict arises from too much or too little interaction. Let us see conflicts in teamwork, and suggest dealing strategies.

2.19	Organizational Conflict
Organizational conflicts are those discords that arise when the goals or values or interest of different individual or groups are incompatible with those of the other persons or groups. Conflicts require proper handling, to accomplish the desired outcomes. 
Conflicts affect performance, cause waste of organisational resources and also can defocus or divert the attention of teammates or the team in general.
Conflict management strategies are well–articulated set of efforts aimed at improvement of conflict situation or better management of conflict to get the best from the team. The central idea is to build a sound, beneficial and lasting relationship rather than making a onetime deal (Gomez-Mejia et al., 2008).
To improve the team’s effectiveness, a look at the kinds of conflict, sources of conflict points of view and proffer solutions. This approach will improve the team.

2.19.1    Different (kinds of) Conflicts in the Organizations and Remedies
i)	Interpersonal Conflicts – These occur between individuals because of differences in their goals and values. When team members do not agree, the manager must get them to appreciate the superordinate goal of the organisation and use same to show that their goals and values are inferior to the organisations.
ii)	Intra-group Conflict – This conflict arises within the group when the group members cannot agree on of lines of authority and responsibility. In line with Fayol’s principle No. 8 – The Principle of Order, proper clarification to clarify roles and put all in their place would have to be done. 
iii)	Inter-group Conflict – Conflict of intergroup colouration when there is a misunderstanding between two groups and delivery schedules Better coordination and integration activities will be the answer to rid the place of conflict to achieve the desired goals. The leader should marry all together to rid the team of conflict and achieve the desired goals.
iv)	Inter-organizational Conflict – Conflict like this one under focus, happens between two organisations. Well managed discussion by the parties using proper conflict resolution and negotiation methods by the parties’ representatives to achieve normalcy and or improved performance would work.
v)	Inter-Role Conflict - Employees experience inter-role conflicts when incompatibility arises in the role they must fill for their company. The ethical values and constraints of either their professional bodies or their moral codes inspire low levels of employee commitment, to very negatively affect both effectiveness and efficiency in performance. Those with low or no job satisfaction have higher tendency to leave the team or perform their role poorly. It diminishes both productivity and profitability because they perform far below average and their attitude infects the others whose performance gets impacted. A problem like this solved by making the employee to increase his job satisfaction level. Management support of the employee by clearly defining employee roles which should help to clarify employee and corporate objectives which provides the desired culture and management to motivate the employees to retain a high level of job satisfaction. 

2.20	Conflict Prevention and Management Strategies 
Conflict management strategies, as well articulated set of efforts aimed at forestalling the occurrence and containing or ameliorating the discords to achieve improvement or management of the team. They will include but not limited to better planning which includes better management of time management (Ogbonna, 2010) and the wisdom to continue to learn (Ejimonye, 2005). Conflict management strategies summarised under the following subheadings: Strategies focused on the individuals and Strategies focused on the whole organisation.

2.20.1	Strategies Focused on Individuals
a)	Increasing awareness of sources of conflict – the point at the source of conflict for everyone to be careful.
b)	Increasing diversity awareness and skills – preach openness and act same. Use good Human Relations to bring everybody closer 	(Agulanna, 2006).
c)	Practice Job Rotation and Temporary Assignments- staffs when rotated, out of conflict causing area. Managers can also assign and reassign personnel on a temporary basis. 
d)	Using Permanent Transfers or Dismissal when necessary – Team members could be transferred out to a new place or new job or deployment. It may solve the problem.

2.20.2	Strategies Focused on the Whole Organizations
a)	Changing Organizational Structure and or Culture: Organizational structure changed to the matrix or cross-functional structure 
b)	Altering the source of conflict – by clarifying the chain of command, conflict can go away in the case of overlapping authority.
c)	Negotiation is an interpersonal team management skill of a manager or team leader (Gomez-Mejia et al., 2008). With this skill, the manager can negotiate the organisation or even the departments out of trouble. 
d)	Manager’s Human Relations tool, excellent interpersonal, emotional intelligence, self-management and social skills will be employed to achieve resolution of conflict. 

2.20.3	Strategies for Managing Organizations through Teamwork Approach 

To Kolfschoten, Nederman, Briggs and Devreede. (2012) the literature on developing more cohesive teams is vast. However, in addition to the organisational approaches to enthuse a team culture, there are some strategies that team leaders can use to support and build effective teams. Specific team-building strategies vary depending upon some variables, including the nature of the team, its duration, the task at hand, and the organisational culture. According to Parker (1990), successful team-building strategies for team leaders are;
• Get to know the team  
• Define the team’s purpose  
• Clarify roles 
• Establish norms  
• Draw up a gameplay
• Encourage questions  
• Share the limelight  
• Be participatory 
• Celebrate accomplishments  
• Assess team effectiveness
In his book, “fifth discipline” Senge (1990) advocates for learning organisations where people learn new and expansive forms of thinking, where collective aspiration is set free and where people are continually learning how to learn together. He went further by discussing how unaligned teams produce a significant amount of wasted energy, but by contrast, when a team becomes more aligned a commonality of direction emerges, and individuals’ energies harmonised, therefore there is less wastage of energy he concludes.  Kolfschoten et al. (2012), see team-building as an organisational development strategy that is often used in organisations to make workgroups more committed, creative, organised, satisfied, and dynamic. The team leaders should ensure that the team develop their own goals to with the higher goals of theorganisation and invite them to follow (Lee, 1991).

Margerison and McCann (1990), identify nine potential team roles which successful work team have people to fill based on their skills and preferences. The critical roles of teams are Linker, Creator, Promoter, Adviser, Maintainer, Controller, Producer, Assessor and Organizer. 
Meanwhile, Mullins (1996) has it that, building a successful team demands that the manager must be aware of and pay attention to some interrelated factors including; 
The objectives and available resources, organisational processes and the clarification of roles, empowerment, decision-making and channels of communication, patterns of interaction, social processes, management system, leadership style and training and development.  

2.21	International Dimensions
This researcher appreciating the reality of the concept of the global village believe that the international dimension should not be over sighted since one must appreciate that interactions and co-operation had gone beyond business, geographical and political boundaries.
Improving the work team approach requires selecting professionally and or technically competent employee who is sociable and has the nature of a team player. The members when selected must purposefully train for the work team approach after clearing the goals. Case studies or (substituted team task) and Real Task business assignments provide excellent training and experiences for the team building goals. Transformation of the team to competent team and managing team for high performance are all steps in team performance improvement.
Periodic reviews of teamwork progress and processes perhaps with a consultant expose team strengths and weaknesses. It also tells where to make amends, emphasise or discharge and refocus the team on the organisational goals. Each team must have excellent interpersonal relationships and sufficient cohesion to cooperatively attain the team goals. So also would efficiently manage diverse talents and skills using superb conflict resolution and negotiating skills.
Information Technology will boost the improvement efforts and so will adequately manage invisible teams. In all these, management support must secure the team, and all that surrounds it can contribute. 


2.22	Theoretical Framework Review of the Study
The classical management theorists, in their authority and control, blind efficiency-driven tall hierarchy organisation mentality, saw a man – the human element in the organisation, as an economic tool. They believed that people go to the workplaceto meet only their Maslow’s low order needs of physiological dimension-food, clothing and shelter. To them, workers are McGregor’s theory X people who hate work, have no initiative and must be coerced to get their best: higher productivity in the organisation. The neo-classical with their Cicero Chicago Hawthorne experiments proved that interpersonal relationships among workers and human dignity of the employees were responsible for the productivity increase even when they worked in the harsh physical work environment.

There are many theories about teams and groups, but this work base on the theories of these authors;
(a) Adair (1986) Theory of Desirable Personal Attribute: This theory suggests that the test of a good and productive team, is when individuals function as a team when they are not physically together. They contribute to a structure of activities rather than to a respective task, requiring their presence in one place and at one time. Adair emphasises the importance of careful selection of team members. The key factors here for individuals are not only technical or professional competence, but also the capability to work and function as a team member, and the possession of desirable personal attributes, such as willingness to listen, the flexibility of outlook and the capacity to give and accept the trust. 

(b) Belbin’s Team-Roles: one of the most common and extensively used analyses of individual roles within a work team is that developed by (Belbin, 1981). Threading years of research and empirical study, Belbin concludes that teams composed entirely of intelligent people, or of people with similar personalities, which displaysome negative results and lack creativity. That the ideal, (a competent) team is one that is likely to have a range of roles present in its make-up. A team role describes a form of behaviour, distinctive of the way in which one team member interrelates with another whose performance serves to facilitate the progress of the team as a whole. In afollow-up publication, Belbin (1993) discusses the recurrent fruition of team roles, which contrast in a few respects from those firstly identified, and adds a ninth role. The nine-team role evolved by Belbin includes Plant, Resource Investigator, Coordinator, Shaper, Monitor-Evaluator, Team worker, Implementer, Completer and Specialist. 

(c) McGregor Characteristics of active Team: McGregor and his colleagues developed lists of characteristics for effective and ineffective teams. McGregor (1960) his list focuses on management of teams. Other scholars that conducted similar research includes,Argyris (1965) who focuses on organisational effectiveness that impacts interpersonal competence of team members. He also looks at how the organisation supports positive norms, such as openness, experimentation, individuality, thoughtfulness, concern, internal commitment, sincerity, encouraging openness, assisting with research, and refreshing ingenuousness. 

(d) Blake and Mouton Theory of Managerial Grid:Blake and Mouton, (1964), they related management style using effectiveness in their managerial grid. The grid has a horizontal and vertical and axis; the horizontal access measures, a manager’s concern for productivity and the vertical access measures a managers’ concern for people. This grid is used to improve the overall team effectiveness as well as the individual effectiveness of each team members. 

(e) Hackman and Oldham (1980) team effectiveness:Team effectiveness encompasses all of the following; the teams’ aptitude to produce an output that meets or surpasses an organisation’s performance standards or expectations, The team experience serving more to satisfy than frustrate the personal needs of team members.The team’s ability to work together on upcoming assignments as a result of the social process engaged in to carry out current tasks.

(f) Creative Leadership and group development Theory: By Richards and Moger (2009) in an examination of creative leadership and team effectiveness, Richards and Moger propose a modification to the Tuckman model and suggest a two – barrier model of group development. Creative leadership suggest that producing new routines or protocols designed as “benign structure” which helps teams progress through the first barrier at Tuckman’s storm stage (a behavioural barrier), and beyond a second barrier at the norming stage (a norm-breaking barrier). From empirical studies of small groups and project teams, Richards and Moger put forward the two barrier model that provides a point for exploring the performance of teams. They suggested several factors through which a leader might influence active team development;   
• Building a platform for understanding  
• Creating a shared vision 
• A creative climate 
• A commitment to idea ownership 
• Resilience to setbacks  
• Developing networking skills 
• Learning from experience  

(g) Social Identity Theory by Tajfel and Turner (1986): This theory is about a feature of the prominence and significance of the group membership, Tajfel and Turner initially developed the idea of social identity theory as a medium of understanding the psychological basis of intergroup discrimination. Individual perceived as having contexts and membership of groups. In collaboration with social identity theory Guirdham, (2002) asserts that “self – categorisation is the process that transforms somepersons into a group”. Haslam (2004) refers to the bond between groups and individuals in an understanding of organisational behaviour and argues that “to understand perception and interaction in the organisational perspective we must go beyond reviewing the psychology of individuals as individuals. Instead, we need to understand how social interaction is bound up with individual’s social identities, their definition of themselves regarding group involvement. 

According to Flynn, Chatman, and Spatato (2001) over time, the sense of mutual distinctiveness with the clique increases a feeling of what is accurate and proper and highlights differences from the out-groups. As a result, this reinforces boththe social identity with our category and the projection of negative perception and stereotypes towards out-groups. Tajfel and Turner (1986) suggest that the mere act of individuals categorising themselves as group members leads – them to exhibit in-group favouritism. In conclusion, Hewstone, Rubins and Willis (2002), suggest that even without realising it, we usually tend to favour the groupings we belong to more than denigrate out-groups. Successful inter-group bias enhances self-esteem. 

(l) Balanced Theory by Luthans (2000): It states that persons are attracted to one another by similar attitudes toward commonly relevant objects and goals, this is because the significant element is an attraction. Individuals in a group interrelate with one another, not just in the physical closeness sense, but also in social interactions to solve problems, attain goals, facilitate coordination, reduce tension, and achieve a balance.

2.23    Empirical Review

The review is the looking over the achieved reflection, re-examination or reconsideration. It is going through the outcome and processes to emphasising or changing or including new ideas. Reviews prepare the ground for capacity building which aims at people already fixated on old ways and prepares them for the new way (Ochiama et al., 2008).The study reviews the work of other authors in line with the objectives.

2.23.1 Strategies for Teamwork Approach

In their study “Management of people, performance, change” conducted by Gomez-Mejia, Balkin and Cardy (2007). They created awareness of how a program is progressing and how participants respond to events. They suggest that four key elements should be measured to identify potential problem areas and to make necessary modifications. The four elements abbreviated to “DICE” which are:
· Duration  – The implementation time (if a small initiative) or the time between milestone review for more extended efforts (the shorter, the better).
· The integrity of Performance – The team’s skills.
· Commitment – Senior leaders (C1) and employee dedication (C2) to work for teams.
· Effort – The extra work employees must perform to adopt new processes (the less, the better).
In a study conducted in the USA on leadership and Innovation, by Bouncken, Imcharoen and Klaasen-Van-Husen (2007), examined the influence of Collectivism on Leadership and its impact on teamwork performance. The sample size of 187 leaders and 97 non-leaders who work in multicultural teams of professional service firm and the findings show that collectivism affects the preferred leaders. It has an indirect influence on team’s effectiveness through leadership styles and quality teamwork.

Also in a study steered by Bacon and Blyton (2005) in UK company in steel industry “worker response to the team working”:  Reconnoitering employees’ ascriptions of managerial motives. Their study after two years of investigation discovered that managers benefited disproportionately from the team working in contrast with other employees. Employees perceived the overview of teamwork merely as a means for promoting the career of the managers who were prosperous in implementation.

On the other hand, data from the quality of work life survey in Finland in 2007 showed the opposite trend whereby the employees themselves believe that productivity improves when work completion achievedin groups. This belief is sturdier in the private sector and the public sector at local government level than in the public sector at the central government level (Zhang, 2000). Zhang in his study found that top management commitment had the most significant effect on the smooth execution of the process. A study conducted by taking structured interviews with managers of manufacturing companies.
In their study, Vander and Brown (2002) found that the longer sustainability of management process gets affected by management-related factors like;
· The Chief Executive Officer tenure, 
· The strength of executive board, 
· Prevailing management system,
· The extent to which quality system integrated into the organisation system and
· Impact of the continuity of actual implementation of quality management.
2.23.2. Teamwork, Sustenance and Viability
Kuhlman, Sperling and Balzert (2004) conducted a research study that emphasised the importance 
in a study conducted at the German Sociological Research Institute, at the University of Gottingen, by Kuhlmann, Sperling and Balzert (2004). The study emphasised the importance of correct and comprehensive implementation of teamwork and proposes a “Coherence Thesis”, founded on making close links between an organisation’svarious dimensions. “The critical issues are the amalgamation of workorganisation and teamwork with the overall company organisationand the payment system.
 
Oeij and Wiezer (2002) in their study, examined teamwork from the perspective of participation, work intensity, learning new things and multi-skilling and autonomy. The empirical result showed that working in a team is closely associated with an environment typical of the possibility to learn new things and job enlargement attributes. Successful organisations today know that teams make a big difference in the achievement of strategic goals. That is why the CMOE (2010) advocate for a team that isresilient, flexible, and productive to have the competitive edge needed to produce better results, achieve higher quality, lower cost both for the organisations and the customers. Hence, building a competent team requires applying practical skills to maximise team performance and development.

Furthermorein their study “Team Conflict Management and Team effectiveness: The Effects of task interdependence and team identification”. Somech, Desvilya and Lidogoster (2009), explored the dynamics of conflict management as a team phenomenon. The study observed how the input variable of task structure (task interdependence) is related to team conflict management style (cooperative versus competitive) and team performance, and how team identity moderates these relationships. Results discovered that a high level of team identity, task, and interdependence positively associated with the cooperative style of conflict management, which in turn fostered team performance.
2.23.3	Relationship between Teamwork and Organisational Growth
In a study conducted by the Netherlands Organizations for Applied Scientific Research in 2005, managers reviewed the performance of the work considering the difference in productivity between workplace where employees organised in the workplace where employees do not work in teams. It found that overall productivity based on an aggregate productivity scale did not depend on whether the manager organised the work according to teams.  Nevertheless, an assessment of selected performance characteristics does demonstratea specific aspect of teamwork.
In another study “Teamwork and Organizational Performance”, conducted by Efi (2010) at Champion Breweries Plc Uyo in Nigeria. The work observed the effect of teamwork onorganisational performance by evaluating their relationship. The study adopted the teamwork dimensions questionnaire (SWDQ) as its instrument for producing primary data from 120 respondents. One hypothesis was formulated and tested using Chi-square statistics. The result revealed that there is a definite relationship between teamwork and improved organisational performance.
Furthermore, in another study carried out by Hoegl and Gemuenden (2001), the research aimsat contributing to an improved understanding of the relationship between quality teamwork and team performance in Software developing project with varying degrees of innovativeness. The study was on Teamwork Quality and Success of Innovation Projects. Two hypotheses were tested using the data from 575 team members, team leaders and managers of 145 German Software teams. The data from the correspondents wereanalysed using Partial Correlation, Factor analysis, Regression and One-Way ANOVA. They discovered that teamwork quality was significantly associated with team performance as rated by team members, team leaders and team managers. Subsequently, teams from manufacturing or customer service, the quality of its collaboration positively associate with team performance.
In their study,  “Productivity Outcomes of Teamwork as an Effect of Team  Structure”, Delarue, Gryp and Van Hootegem (2003) conducted an empirical work on Flemish firms in Belgium. Their study was to analyse the impact of teamwork on performance, and more specifically on productivity. The data sourced from10 employees from 336 organisations. The statistical tools used in analysing the data are t-test and One-Way ANOVA. The results revealed that there is no statistically significant difference between team organisations and non-team organisations regarding the labour productivity.
2.23.4 Employees Reaction to Teamwork
In the USA, a study was carried out by Physicians in 37speciality department in a large health care organisation by Caldwel, Chatman, O’Reilly III, Ormiston and Lapiz (2008), were surveyed regarding their support for a new customer service initiative. The study explored how three variables – agreement with a new strategy, leaders action and groups general orientation toward team formation can influence amemberof the team to take actions supporting a strategic shift targeted at improving patient satisfaction. Normative support for the specific strategy was directly related to the increased patient satisfaction one year later. The interaction between norms supporting team readiness and the quality of leadership was positively related to patient satisfaction.
In other words, a study conducted in Nigeria by Adeyeye (2009) at Unilever Nigeria Plc, examined the level of acceptance of team among a randomly selected sample of 720 senior management and junior non-management staff, using regression analysis to ascertain the determinants of acceptance of change among the employees. The results show some level of employee acceptance of innovations and reveal that out of 2 categories of employees analysed, non-management staffs were more amenable than the management staff to the team.
In the study, “The Adoption and Non-adoption of Modern Cost Accounting Practices”, conducted among 20  UK manufacturers by Walley, Blenkinsop and Duberley  (1994), reported that many owners and managers  (9 out of 20) companies exerted a  negative influence on team deployment to existing cost systems. The researchers found that satisfaction with the existing system, shortage of resources, and insufficient information was one of the reasons given for resistance.
Furthermore, in a study conducted in India by Dubey andSanjeevBansal (2012), to empirically observe the relationship between basic sets of variables known to influence the successful implementation ofteam management in manufacturing organisations; Data collected for the study through a questionnaire sent to 629 respondents. Exploratory principal component factor analysis and Factor analysis with Varimax rotation used in the analysis of the data. From the analysis of the data, six fundamental problems were found toassociate with ineffective team management, and they are;
· Organizational barrier 
· Managerial barrier Process barrier
· Lack of leadership for quality
· Employees’ resistance
· Lack of customer focus
2.23.5	 Challenges of Teamwork Approach to Organizational Performance
Although there are worthy causes and many benefits derived from using teamwork, there are also challenges facing work teams and their institution in anyorganisation. Weihrich and  Koontz  (2005) retain that teamwork is expensive to implement, may result in compromises and indecision, can split responsibilities, and may lead to a situation in which a few persons impose their will on the majority, not allowing participation of other members.  To Ezigbo (2006) teams inevitably face obstacles which if not overcome, can waste the organisation’s resources, hamper morale and ultimately lead to the organisation’s demise. Marks, Mathieu and Zaccaro (2001) assert that not all teams are successful, because arrangements of the individuals’ collaboration in work may not be satisfactory.The success of teams in achieving their goals is related not only to members’ talents and their productive resources but also associated with their interaction, as team members.
However, Robbins and Judge (2007) assert that conflict on a team is notnecessarily dangerous, they maintain that teams that are entirely void of conflict are likely to become apathetic and stagnant. So conflict can improve team effectiveness (Peterson and Behfar, 2003. But not all types of conflicts, relationship conflicts are always dysfunctional, while task conflict is not detrimental to teamwork because it reduces the possibility of groupthink. The effectiveness of team behaviour and performance can be adversely affected by the idea of “Groupthink” [(Janis 1972, Somech et al., 2009 and Khan 2007 and Ezigbo, 2011)]. Groupthink defined as a decline of mental efficiency, reality testing, and moral judgment that results from in-group pressures (Janis, 1982). Groupthink tends to occur when group members have very similar experiences and frame of references particularly when they have relatively long tenures in the group (Hambrick, 2001).  Furthermore, Ezigbo (2011) believes groupthink is the belief that every member already knows what the other will propose as solutions, and when this happens, teams can become paralysed by inaction. Other problems faced by teamwork are due to interpersonal clashes and ignorant of conflict resolution skills, reluctance to speak up when things are going wrong, an unfortunate mix of team members that result in inadequate talents, conflicting priorities and personalities. Insufficient clarity as to who does what can adversely affect the performance of team members, also insufficient and unclear communication between team members can adversely affect team progress.  A disconnection between whatto expect from the team and what the team intends to achieve (Somech et al., 2009).
Furthermore, another major problem obtained in teamwork is the concept of social loafing. The tendency for individuals in teams to hide inside team and coast in the team’s effort because their individuals’ contributions cannot be identified (Robbins and Judge, 2007). Social loafing can occur in all types of team and all kinds of organisation. It can result in lower team performance and may even prevent the team from attaining its goals. Successful teams make members individually and jointly responsible for the team’s purpose, goals, and approach. Hall (2001) maintains that there is a danger of elevating teams into a “silver bullet” a magic solution to all business problems. He went further by saying that, “The truth is that teams are not always the right answer to a problem. Often, a well-briefed and well-managed group of individuals will do a task fine; he concludes that some very skilled individuals are not good team players.
Another major problem of teamwork is the Risky-Shift phenomenon; this suggests that instead of the team taking fewer risks and making safer or more conservative decisions, the reverse is often the case. Studies suggest that people working in groups advocate more risking substitute than if they were making an individual decision on the same problem (Kogan and Wallach, 1967) in Mullins (2010). Presumably, this is because members do not feel the same sense of responsibility for team decision or their outcomes because a decision which is everyone’s is the responsibility of no one.
Teamwork may not always produce a satisfactory result due to both internal factors (the how and who of the team) and external factors (unforeseen and intervening). That is why Woodcock and Francis (1993) suggest that teamwork takes more time and often more means than individual work. So the benefits of using teamwork have to exceed the costs of implementing teamwork. Nevertheless, Hopper and Potter (2000) observe that team members often take much longer time than individuals in taking decisions.  Therefore Chukwu (2007) maintains that emergency situations do not require team decision making. Also while many managers and executives view teams as the most effective design for involving all employees in the success of a company, Efi (2010) asserts that team members may not altogether be skilled in the group dynamics needed to perform work in a team efficiently. While at best, work teams operate to increase performance, but these challenges mentioned above can lead frustrated human resource managers to abandon teamwork effort entirely. It has observed that in the excitement to enjoy the benefits of the team; some managers have introduced teamwork into situations in which work done by individuals seems better (Naqium and Tynan, 2003). Implementation of teams should carefully assess whether the work requires or will benefit from a collective effort. It suggests that three test be applied to see if a team fits the situation, Dexterand Forrester (1998) pinpoint three test to be applied as;
1.  First, can the work be attained better by more than one person-The simple task is better left for individuals while complicated work requiring different perspectives should require teams to accomplish it.
2.  Second, does the work create a common purpose or set of goals for the people in the team that is more than the aggregate of individual goals?
3.  The final test to assess whether teams fit the situation is- Are the members of the group Interdependent? When the success of the whole team depends on the achievement of each one and the success of each one depends on the success of the others, e.g. soccer.
2.23.6	Prospects of Team Approach 
Teams perform effectively because they bring together people with complementary skills and experiences that exceed the capacity of any of the members or the members collectively but working independently. According to Ezigbo (2006), the broad base of teams enables them to respond well to awide variety of challenges from customers and technological innovation.  Teams also facilitate the breaking down of barriers between genders, age groups, races, ethnic group, and geographic biases. With such barriers reduced, an environmentof greater trust and confidence develops, as well as a stronger commitment to organisational goals. In other words, teams provide an arena for interpersonal and cross-cultural learning (Parker, 1997), because they have the opportunity of working with a diversity of different people, thereby developing their skills and a level of comfort. Quick (1986), has it that, participating on a team, also provides job enrichment, this can also come as a reward for the team. However, according to Sheng and Chen (2010), teamwork can lead to better performance for organisations, such as the improvement of productivity in the workplace, improvement of service quality, higher satisfaction of employees with jobs, less absence, and reduced turnover rate.
However, Nelson and Quick, (2005), identified two social benefits that are available to team members. One of the social benefits accrues from achieving Psychological Intimacy which means emotional and psychological closeness to other team members and the second one is Integrated Involvement this means closeness achieved through tasks and activities.Also, the Centre for Management and Organization Effectiveness (CMOE) identified numbers of benefits derived from teamwork. They stress that a productive team environment contains an atmosphere of trust and its members are entirely accountable for the group’s bottom line results. The high performing teams are the mechanism by which organisations unlock world-class results.  Ezigbo (2011) and the CMOE (2010) highlighted the following benefits as accruing from teamwork development:
· Teamwork helps the organisation to quickly respond to change and to respond with flexibility and agility.
· Teamwork increases the need to produce products/services at the highest quality, lowest cost, and using the most, efficient method possible.
· Teamwork increases demand continuous improvement for leadership. It increases peoples need for a sense of belonging.
· Teamwork helps in sound decision-making and problem-solving.
· It increases the requirement for skill acquisition through constant, improvement and career growthto stay competitive and serve the organisation.
· Teamwork uses resources effectively.
· It increases employee ownership, commitment, and motivation. 
· Teamwork reinforces or expands informal networks in the organisation. 
· It improves customer relations and on-time delivery results.
· Teamwork enables organisations to adapt quickly to changing competitive, economic, social and technological environment.
Mullins (1996) maintains that effective teamwork is an essential element of modern management practices such as empowerment, quality circles and total quality management, and how group manage and change. Teams can compete, wrestle, succeed or fail. An excellent organisational team can be an invaluable asset to the organisation. A bad team can break the internal structure of the organisation (Nzewi, 2006). The need for team approach towards solving challenging problems of the banking industry can also manifest in theopportunities created for members to learn from one another.  Against this backdrop, Weihrich and Koontz (2005) identify these as prospects of a team approach to organisational performance in the banking and they are;
(A)      Group Deliberation and Judgment: There is an adage which says that “two good heads are better than one” most problems require more knowledge, experience and judgment than any individual possesses.
(B)      Coordination of Departments, Plans and Policies: There is general agreement that teams are useful for coordinating activities among various organisational units. They are also valuable for coordinating plans and policies as well as their implementation.
(C)      Transmission and Sharing Information: Teams are useful for transmitting and sharing information. All group members affected by a mutual problem or project canlearn about it simultaneously, and decisions and instructions can be received uniformly with opportunities for clarifications, which saves time.
(D)      Motivation Through Participation: Teams permit broad participation in decision making. People who take part in developing a program or making a decision usually feel more enthusiastic about accepting and executing it. Even limited participation can be helpful.
(E)      Combined Opinions of Members: The ability of the team to bring specialists from different disciplines to decide on a subject is beyond debate. Teams bring together all those whose experience is necessary to contribute to decision-making.
(F)     Securing Co-operation of Staff: Team building increases the feeling of security and creates an opportunity to participate in meetings to contribute to the acceptance of decision; thereby members obtain co-operation while implementing their plans.
(G)   Manpower  Development: The use of team in an organisation provides an opportunity for the development of workforce through exposure to the problems of a department or unit and the whole organisationin general. Teams offer a means of training young executives since executives assigned to teams tend to appreciate the difficulties encountered in different departments.
(H)      Exchange of information: Teams are excellent means of communicating information to members of anorganisation. At the same time, it allows the manager get ideas back from the subordinates. Teams form a means of coordinating the different viewpoints and knowledge of individual departments.
Furthermore, Lantz (2011) observes that a good argument for investing in teamwork is that it promotes self-organisation. Employees learn to think outside the box and proactively take initiatives that go beyond a limited interpretation of their job description and participate in processes that are imperative for the growth of the organisation. Taking this idea further [North and Gu’Idenberg ( 2008); Sawyer (2007) and Zimmer (2001)] dwell on teamwork creating innovative processes which are required to improve on appropriate conditions and organisation of work, so that unexpected problems can deal with and new opportunities responded toeffectively.
2.24	Summary of Literature Review
A team is a group whose members work intensely with each other to achieve a specific standard goal or objectives. Teamwork originates with and builds relationships among a group of people who share a common interest or purpose to which team members collectively reflect upon the team’s objectives, strategies, and processes as well as their broader objectives.Effective teamwork is crucial to an organisation’s efforts to perform better, faster and more profitable than their competitors. It is not an option for successful organisations but a necessity.  
Teamwork can lead to achievement, creativity and energy levels that someone working alone or perhaps with just one other person could hardly imagine. A team that is strong, flexible, and productive will have a competitive edge needed to produce better results, achieve higher quality, lower cost both for the organisations and the customers. Hence, building a competent team requires applying practical skills and strategies to maximise team performance and development.

Strategies are developed to improve development in organisations such as team-building efforts, to improve organisations functioning. The team-approach is often being used to achieve short-term projects, such as planning programs, conducting a needs assessment, developing a new curriculum for services or designing new products. Team-building is an organisational development strategy that is used to make workgroups more cohesive, committed, satisfied, and productive. However, team-building efforts are most effective and efficient when perceived as an integral concept within an organisation and not merely as a sporadic intervention.  

The researcher did conceptual framework and theoretical framework on teams. Of great significance in this study is leadership in teams, which the researcher gave insight on leadership roles for building high performing teams. Also discussed in this work is the concept of the group, its components and characteristics. Also, Empirical reviews discussed in line with the research objectives. Furthermore, even though team-approach to performance management holds good prospects for sustenance and viability in the banking industry, one cannot lose sight of the challenges associated with team-approach to performance management. To this end, the researcher presented strategies through a team approach, to be able to curb some of the challenges that banking organisations might be experiencing while using teams. 

Finally, some authors have researched team-building in public and private sectors. However, to the best of the researcher’s knowledge, no original study on ateam approach to organisational performance has been conducted in the banking industry. Banks, such as First Bank Plc, Zenith Bank Plc, Diamond Bank Plc and Fidelity Bank Plc - All five banks are the states within the South Eastern part of Nigeria. This study is therefore poised to fill this gap.
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CHAPTER THREE
             METHODOLOGY
3.1	Introduction
This chapter describes the methodology used to provide data to investigate the research issues identified in chapter two. It also aims at examining the effect of team approach on organisational performance and constitutes the overall plan guiding the process of data collection in technical details, the methods through which the study achieved its’ goal. It embodies the research design covering such items as an area of study; Population of the Study or sample frame; the sampling plan or elements of subjects; sample size and sampling procedure. Sources of data primary and secondary data, description of questionnaire or survey tool and its reliability; and the validity of the study; and data analysis techniques are all presented in this chapter.

3.2	Research Design 
The research design adopted for this study was the survey research design and Oral Interview Schedule; here the researcher infers information about a population of interest based on the responses to a sample drawn from the entire population. This method considered most appropriate because it helped the researcher to describe, examine, record, analyseand interpret the variables that existed in the study. Respondents from four banks in the South- East, Nigeria state that formed the sample size for this study were given copies of questionnaires to complete.

3.3	Sources of Data
The data categorised into primary and secondary data. In this study, data were gathered using primary and secondary sources.

3.3.1	Primary Data
The primary data used for this research was a questionnaire. Questionnaire or survey tool is a set of objective and specific questions produced and sent to the respondents for them to answer (Asika, 2004). 

3.3.2	Secondary Data
On the other hand, secondary data on the subject obtained from documented records, processed data or information from publications, reports and the internet. The secondary data includes books, professional journals, magazines, reviews, digests, newspapers, company bulletins and newsletters. The researcher used both private and public libraries.

3.3	Area of study
This study is geo-political zone-based. It is a study of the work team approach and some other related areas, in the Nigerian stock market quoted banks, in the five states of the south-eastern geo-political zones of the Federal Republic of Nigeria. They are Abia, Imo, Anambra, Enugu and Ebonyi States.

3.4	Population of the Study
The population of the study is finite, and it is 1113, as indicated below in Table 3.1 which composes of selected Nigerian banks domiciled in the south-east geopolitical zone of Nigeria, currently and actively trading at the Nigerian Stock Market as at July 19, 2011. They are First Bank, Zenith Bank, Fidelity Bank and Diamond Bank and their respective employees. A tabular representation given below: 

Table 3.1 Names of Sampled Organizations and Number of Employees
	S/N
	Company Name
	No. of Staff

	1
	Zenith Bank
	  206

	2
	First Bank
	  370

	3
	Fidelity Bank
	  253

	4
	Diamond Bank
	  284

	
	Total
	1,113



Source: Fieldwork, 2016







3.5	Sample Plan
Sampling is the process of selecting the proportion of a population adjudged adequate to represent the characteristics of the population. It is for valid generalisation of the findings from the sample of the population to the mother population.
3.5.1	Sampling Units or Elements 
The people studied are Nigerian employees who are on the payroll of Nigerian banks in the South Eastern geopolitical zone of Nigeria, doing core bank work strictly. These employees have distinct characteristics, identified and stratified thus:
i)	Managers – These include top management team, zonal and branch managers and all other managers charged mainly with the responsibility of decision-making and core management functions. They have their attitudes and characteristics that affect the organisation and her operations.
ii)	Supervisors – These are the lower level managers or managerial employees. They are the link pin between the middle-level managers and non-managerial employees. They interpret decisions and pass same on to the non-managerial employees who do the actual implementation. They also, supervise and guide work performance.
iii)	Workers – These are the lowest rank bank workers or officers, who do the actual work in teams and supervised while they do their work.
For emphasis: the implication of the three discriminate employees studies from each bank branch is the recognition of the distinct characteristics and attributes of the bank employees- managers, supervisors and non-managerial employees. These had to be included in the study to achieve the valid results desired.

3.5.2	Sample Size
The sample size was determined from the population using Bill Godden’s 2004 statistical distribution formula.
Given as	SS    =      Z2 x (p) x (1 - p)
				 C2

Where 		SS    =     Sample size
		Z      =     Z-valueA(1.96 for a 95 percent confidence level)
P      =    Percentage of population picking a choice expressed in decimalB0.5
		C      =	    Confidence interval, expressed as decimal 0.04


		SS    =     3.8416 x .5 x .5        =      600
	                                   .0016                                   

		SS    =     600 
Since the target population was below 50,000, the following formula was used:  
				
New SS	=	    SS		=	            600		      =	       600                                      	                       (1 + (SS-1))                        (1+ (600-1))                          1+0.5381
		                     Pop	                           1113


		=	     600	            =	390         
			    1.5381			

Therefore, Sample size 	=	390

The sample size proportionately allocated to the different organisations depending on its proportion of the entire population using the Kumar (1976) proportional allocation formula as given by:

nx	=	n(Nh)/P
Where		nh	=	sample size of the stratum
		n	=	sample size of study
		P	=	overall population
		Nx	=	proportionate allocation

The proportional allocation is as given below:

· Zenith Bank (206 persons)		=	390 (206) = 72.2
       1113

· First Bank (370 persons)		=	390 (370) = 129.4
       1113

· Fidelity Bank (253 persons)		=	390 (253) = 88.6
       1113

· Diamond Bank (284 persons)		=	390 (284) = 99.6
        1113
Table 3.2 Sample Distribution
	S/N
	Company Name
	No. of Staff
	Calculated Sample Size
	Approximate Value

	1
	Zenith Bank
	206
	72.1
	73

	2
	First Bank
	370
	129.2
	130

	3
	Fidelity Bank
	253
	88.6
	87

	4
	Diamond Bank
	284
	99.5
	100

	
	Total
	1113
	
	


Source: Field work, 2016

3.5.3 	Sampling Technique
The population initially stratified into management level in which simple random sampling techniques used in selecting the respondents. The simple random sampling is a simple way of avoiding bias in a draw; it ensures that each member of the population has an equal chance of representation. The Kumar (1976) formula was used for proportionate allocation to each sample and is by nx = n (Nh)/P


Where :
n	=	total sample size for the study 
Where		Nh	=	sample size of the stratum
		P	=	Total population of the study and 
		nx	=	Proportional value obtained for the stratum

A stratum representation of staff based on hierarchical organisational level given below.

Table 3.3 Hierarchical Composition of Population
	
	Managers
	Supervisors
	Junior workers
	Total

	A
	   8
	  36
	  162
	   206

	B
	   8
	  54
	  308
	   370

	C
	 11
	  35
	  207
	   253

	D
	  9
	  30
	  245
	   284

	Total
	 36
	155
	  922
	 1113


Source: Fieldwork, 2016


Table 3.4 Hierarchical Composition of Population
	
	Managers
	Supervisors
	Workers
	Population

	
	Population
	Sample
	Population
	Sample
	Population
	Sample
	Total Staff
	Sample

	A
	    8
	3
	  36
	13
	   162
	57
	    206
	73

	B
	    8
	3
	  54
	19
	   308
	108
	    370
	130

	C
	   11
	4
	  35
	12
	   207
	73
	    253
	89

	D
	    9
	3
	  30
	11
	   245
	86
	    284
	100


Source: Fieldwork, 2016 

a.   8 (390)	=	2.8	~	3   
   1113

36 (390)	=	12.6	~	13
   1113

162 (390)	=	56.7	~	57
   1113


b. 8 (390)		=	2.8	~	3
   1113

54 (390)	=	18.9	~	19
   1113

308 (390)	=	107.9	~	108
   1113



c. 11 (390)	=	3.5	~	4
   1113

35 (390)	=	12.2	~	12
   1113

207 (390)	=	72.5	~	73
   1113



d. 9 (390)		=	3.1	~	3
   1113

 30 (390)	=	10.5	~	11
   1113

245 (390)	=	85.8	~	86
   1113

3.6	Measurement Procedure and Research Instrument

The research instrument used in this study for data collection was a questionnaire and oral interview. They formed the basis of opinion assessment.The questionnairestructured in line with the research questions and variables of the study stated in the hypotheses. The questionnaire contained 30 items which covered the issue under investigation and designed in two sections. The question was a multiple choice question (See Appendix (A) And (B) of the questionnaire). The questionnaire was structured in a 5-point Likert scale format ranging from Strongly Agree on one end to Strongly Disagree on the other with Undecided in the middle. Respondents are asked to rate the options in line with their opinions on the notion presented. The responses organised, analysed and subjected to the necessary scientific tests to accept or reject the hypothesis of the study. See the appendix for the sample of the questionnaire and the accompanying letter of introduction of the researcher.

3.7	Validity of the Research Instrument
It is the questionnaire or survey tool attribute that ensures the instrument of measurement has tapped the concept set out to measure, a pilot test was conducted to pre-test the research instrument. Before pilot testing, the researcher received input from a panel of five experts to achieve a modified copy which was still made better with the input of the supervisors. 

3.8	Reliability of the Research Instrument 
Reliability seeks to ascertain and establish consistency. If the survey tool measures the same thing it sets out to measure even when the tool was administered on the same sample several times, after due intervals, the instrument is said to be reliable. There is external and internal reliability.
To establish the external consistency, a sample of 20 respondents in a pilot study were given the questionnaire to fill out, and their responses recorded, and after a due interval of two weeks, the respondents were re-administered a new set of the same tool, when they had forgotten about the first action. Thus, is the test re-test method. Using the Pearson - Product Moment Correlation, the coefficient of reliability, the outcome of the re-test was found to be high, r=0.74 showing that there is consistency in the items of the survey.
Pearson-Product Moment Correlation Coefficient 

r	=	n∑XY-(∑X)-(∑Y)
		n∑X2-(∑X2)(n∑Y2-(∑Y)2)

Source: Uzoagulu (1998:197)
The final copy produced and pilot tested by sending 20 coipes to managers, supervisors and workers. The researcher compared and ascertained that the responses corresponded to the ideal answers given.

Table 3.5 Coefficient of correlation (r)
	Banks
	First AV Test Response(x)
	Second AV Test Response (y)
	XY
	X2
	Y2

	1. 
	4
	4
	16
	16
	16

	2. 
	3
	4	
	12
	9
	16

	3. 
	4
	4
	16
	16
	16

	4. 
	5
	4
	20
	25
	16

	5. 
	4
	5
	20
	16
	25

	6. 
	3
	4
	12
	9
	16

	7. 
	3
	3
	9
	9
	9

	8. 
	5
	4
	20
	25
	16

	9. 
	4
	3
	12
	16
	9

	10. 
	3
	3
	9
	9
	9

	11. 
	3
	3
	9
	9
	9

	12. 
	3
	4
	12
	9
	16

	13. 
	4
	5
	20
	16
	25

	14. 
	5
	5
	25
	25
	25

	15. 
	4
	5
	20
	16
	25

	16. 
	4
	3
	12
	16
	9

	17. 
	4
	4
	6
	16
	16

	18. 
	3
	3
	9
	9
	9

	19. 
	3
	4
	12
	9
	16

	20. 
	3
	4
	12
	9
	16

	Total 
	74
	78
	293
	284
	289


Source: Field work, 2016
∑n	=	20
X	=	74
∑Y	=	78
∑XY	=	293
∑X2	=	284
∑Y2	=	289
r	=	20 (293) – (74) (78)
		20(284) – (74)2 289 – (78)2


r	=	5860 	-	5772
		5680	-	5476 289 – 6084

r	=	88
		204		5795

r	=	88
		1182 180
r	=	.74

3.9	Data Analysis
To make more sense in this aspect of the study, it is considered appropriate to identify and define the variables.
3.9.1	Data Analysis Techniques 
Data gathered from the study was analyzed using both descriptive and inferential statistical tools. The descriptive tools used are; Tables and percentages, means and standard deviation.
While the inferential statiscal tool of Linear Regression was used to test hypotheses one, four and five, Z-test was used to test hypotheses two and Pearson Product Moment Correlation Coefficient was used to test hypotheses three.
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CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS 
4.1 Introduction 
The data collected in the course of this study are presented descriptively using frequency and percentage tables, mean and standard deviation, while the results of the various hypotheses testing presented and analysed. The inferential statiscal tools of Linear Regression was used to test hypotheses one, four and five, Z-test was used to test hypotheses two and Pearson Product Moment Correlation Coefficient was used to test hypotheses three.

4.2 Return Rate of Questionnaire 
Out of the three hundred and ninety (390) copies of questionnaire administered, three hundred and sixty copies (360) were correctly filled and returned. Giving 92.3% success rate while thirty (30) copies of which twelve (12) incorrectly filled, and eighteen(18) not returned, giving 7.7% failure rate. The rate of return table presented in table 4.1. 

Table 4.1: Return Rate of Questionnaire
	
	Frequency
	Percentage (%)

	Administered
	390
	100

	Correctly filled and Returned
	360
	92.3

	Incorrectly filled
	12
	3

	Not Returned
	18
	4.7 


Source: Field Survey, 2016

The researcher used the three hundred and ninety questionnaire distributed and collected from respondents to arrive at a comprehensive study to evaluate the effect of team approach on organisational performance in selected commercial banks in the south-east zone of Nigeria especially Fidelity Bank Plc, Zenith Bank Plc, Diamond Bank Plc and First Bank of Nigeria Plc.


Table 4.2 Questionnaire Distribution
	Organizations
	Frequency Distributed
	Percentage (%)
	Frequency Returned
	%

	Zenith Bank Plc
	73
	19
	67
	18.6

	Diamond Bank Plc
	
100
	26
	94
	26.1

	Fidelity Bank Plc
	87
	22
	79
	21.9

	First Bank  of Nigeria Plc
	130
	33
	120
	33.4

	Total
	390
	100
	360
	100


Source: Field Survey, 2016

As shown in the above table 4.2, Diamond Bank of Nigeria Plc and First Bank Plc had more copies of the questionnaire distributed and returned with scores of 100 (26.%) and 130 (33%) respectively, due to their involvement in teams with the banking system. However, Zenith Bank Plc had 73 (19%) while Fidelity Bank Plc had 87 (22%) as the number of questionnaires distributed. 

4.3 Data Presentation
The data collected from the respondent were presented and analysed according to the various study objectives below.

Decision Rule
If Mean >3.5, the respondents agree
If Mean < 3.5, the respondents disagree

4.3.1 Demographic Characteristics of the Respondents
The job position, length of the period in service and educational qualifications of the respondents presented in tables 4.3 to 4.7. 




Table 4.3: Sex Distribution of Respondents
	Sex
	Frequency
	Percent (%)

	Male
	241
	61.8%

	Female
	149
	38.2%

	Total
	390
	100%


Source: Field study, 2016
The sex distribution of respondents as presented in Table 4.3 shows that 241 respondents representing 61.8% of the respondents were males while 149 representing 38.2% were females. The sex distribution reveals that majority of the respondent that participated in the study were males.

Table 4.4: Distribution of Respondents by Marital Status
	Status
	Frequency
	Percent (%)

	Married
	201
	51.5

	Single
	136
	34.9

	Divorced
	12
	3.1

	Widowed
	36
	9.2

	Separated
	5
	1.3

	Total
	390
	100


Source: Field study, 2016

Table 4.4 shows that higher frequencies of the respondents were married and single, having 
51.5% and 34.9% percentage distribution respectively.   





Table 4.5:  Age Distribution of Respondents.
	Age Distribution
	Frequency
	Percent (%)

	Less than 20 years
	13
	3.4

	21- 30 years  
	141
	36.2

	31 –40 years
	124
	31.8

	41 – 50 years
	74
	18.9

	51 – 60 years
	38
	9.7

	Total
	390
	100


 Source; Field study, 2016

As presented in Table 4.5, with a percentage response of 36.2%, the majority of the respondents were aged 21 to 30 years,followed by respondents that were aged 31 to 40 years (31.8%).  The distribution is indicative that majority of the respondents were within the active age. 

Table 4.6: Respondents’ Distribution by Highest Educational Qualification.
	Qualification
	Frequency
	Percent (%)

	FSLC
	4
	1           

	SSCE/NECO
	7
	1.8

	OND/DIPLOMA
	96
	24.7

	B.Sc. /B.A / HND
	186
	47.7

	M.A/MBA/M.Sc./M.P.A
	74
	18.9

	Ph.D
	4
	1

	ACCA/AIB/ICAN
	19
	4.9

	Total
	390
	100


Source; Field study, 2016
Table 4.6 above, 96 (24.7%) and 186 (47.7%) respondents’ have OND/DIPLOMA and
B.Sc./B.A/HND respectively. Similarly, 74 (18.9%), 19 (4.9%) and 4 (1%) respondents have M.A/MBA/M.Sc./M.P.A, ACA/AIB/ICAN and PhD respectively. Respondents with 4 (1%) and 7 (1.8%) have FLSC and SSECO/NECO respectively as well. The table shows that majority of the respondents have B.Sc. /B.A / HND as their highest educational qualification.

4.7: Respondent Designation Distribution
	Designation
	Frequency
	Percent (%)

	Top Management
	17
	4.4

	Middle Management
	169
	43.3

	Lower Management 
	204
	52.3

	Total
	390
	100


Source: Field Study, 2016

Table 4.7 shows that majority of the respondents 204 (52.3%) were lower management staff, followed by 169 (43.3%) respondents who were middle management.

4.8 Length of Service Distribution
	Length of Service
	Frequency
	Percent (%)

	1 – 5 years
	204
	52.3

	6 -10 years
	115
	29.5

	11 – 15 years
	37
	9.5

	16 – 20 years
	21
	5.4

	21 years and above
	13
	3.3

	Total
	390
	100


Source: Field Study, 2016
The data presented in Table 4.8, shows that majority of the respondents have not worked for more than ten years in their respective organisations.  Thus, reflected in the responses of 204 (52.3%) respondents who have worked for 1 to 5 years and 115 (29.5%) respondents who have worked for 6 to 10 years.

Inferences
The participation of more males in this study can be deduced to be as a result of their higher engagement in teams and assumption that they were mostly team leaders. All the respondents have the basic form of education.  Furthermore, with the majority of the respondents having at least an HND/ B.Sc. / B.A, it shows that they can understand the concept of the study.  Also, their wealth of knowledge was added to make this work more in-depth. The length of service and cadres of the staff that were involved in the study shows that participants withwide-ranging experience and all cadres were involved in the study.  

The above impacted upon the study by ensuring that views of the respondents were not limited to the most experienced or the most senior staff, but that irrespective of the experience and seniority. Data received from all, thus, giving more credence to the findings from this study as it showed that the findings not only based on the observations of the most experienced and senior but all levels.

4.3.2 Presentation of Data according to Objectives of the Study
The data collected with the aid of the questionnaire were presented below according to the various study objectives.  In presenting and analysing the data, the decision rule stated belowwas used. 

Decision Rule
If mean = 3, the respondents agreed/the extent was large
If mean < 3, the respondents were not in agreement/the extent was not large

4.3.2.1
The respondents’ view on the extent to which team strategy for business management enhances teamwork approach to productivity in the banking industry presented in Table 4.9. 




Table 4.9: Extent to which team strategy for enhances to teamwork approach to productivity
	Question
	Option
	SA (%)
	A (%)
	U (%)
	D (%)
	SD (%)
	Mean
	Std. Dev.

	Strategies for management through teamwork approach
	Get to know the team
	289
(80.3)
	40
(11.1)
	11
(3.1)
	6
(1.7)
	14
(3.9)
	1.37
	0.93

	
	define the team purpose
	90
(25)
	184 (51.1)
	21 (5.8)
	40
(11.1)
	25
(6.9)
	2.23
	1.15

	
	Establish norms
	160
(44.4)
	35
(9.7)
	135
(37.5)
	6
(1.7)
	24
(6.7)
	2.16
	1.20

	
	Encourage questions
	98
(27.2)
	104
(28.9)
	134
(37.2)
	0
(0.0)
	24
(6.7)
	2.30
	1.07

	
	Celebrate accomplishments
	120
(33.3)
	115
(31.9)
	47
(13.1)
	71
(19.7)
	7
(1.9)
	2.25
	1.17

	
	Be participatory and asses team effectiveness
	122
(33.9)
	191
(53.1)
	27
(7.5)
	3
(0.8)
	17
(4.7)
	1.89
	0.92	

	Strategies for effective and efficient management compatible with a teamwork approach to improving performance
	270
(75.0)
	28
(7.8)

	46
(12.8)
	3
(0.8)
	13
(3.6)
	1.50
	0.99	

	Roles of the manager in strategy implementation through teamwork approach to performance management
	Get to know the team
	263
(73.1)
	87
(24.2)
	10
(2.8)
	0
(0.0)
	0
(0.0)
	1.29
	0.51	

	
	Define the team purpose
	244
(67.8)
	95
(26.4)
	21
(5.8)
	0
(0.0)
	0
(0.0)
	1.38
	0.59	

	
	Establish norms
	121
(33.6)
	167
(46.4)
	69
(19.2)
	0
(0.0)
	3
(0.8)
	1.88
	0.76	

	
	Encourage questions
	118
(32.8)
	122
(33.9)
	120
(33.3)
	0
(0.0)
	0
(0.0)
	2.00
	0.81	

	
	Celebrate accomplishments
	82
(22.8)
	214
(59.4)
	61
(16.9)
	3
(0.8)
	0
(0.0)
	1.95
	0.65	

	
	Be participatory and asses team effectiveness
	183
(50.8)
	161
(44.7)
	10
(2.8)
	3
(0.8)
	3
0.8
	1.56
	0.67	

	Strategies for business management were not compatible with team approach in Nigerian banking industry
	70
(19.4)
	127
(35.3)
	149
(41.4)
	14
(3.9)
	0
(0.0)
	2.29
	0.82	


Source: Field Study, 2016

As presented in Table 4.9, having a mean response of 1.37 + 0.93 and 289 (80.3%) respondents strongly agreed. 40 (11.3%) respondents agreed, 11 (3.1%) respondents were undecided, 6 (1.7%) respondents disagreed,and 14 (3.9%) respondents strongly disagreed, the respondents noted that getting to know the team was a strategy for management through teamwork approach.

As indicated by the responses of 90 (25%) respondents, 84 (51.1%) respondents, 21 (5.8%) respondents, 40 (11.1%) respondents and 25 (6.9%) respondents who strongly agreed, agreed, were undecided, disagreed and strongly disagreed respectively. The mean response score of 2.23 + 1.15. The respondents agreed that defining the team purpose was a strategy for management through ateamwork approach. With 160 (44.4%) respondents strongly agreed, 35 (9.7%) respondents agreeing, 135 (37.5%) respondents being undecided, 6 (1.7%) respondents disagreed and 24 (6.7%) respondents strongly disagreed as well as the mean of 2.16 + 1.20. The respondents noted that establishing norms was a strategy for management through teamwork approach.

Having a mean response score of 2.30 + 1.07 and 98 (27.2%) respondents strongly agreed, 
104 (28.9%) respondents agreed, 134 (37.2%) respondents were undecided, and24 (6.7%) respondents strongly disagreed, the respondents noted that encouraging questions was a strategy for management through a teamwork approach. From the mean response score of 2.25 + 1.17, the responses of 120 (33.3%) respondents who strongly agreed, 115 (31.9%) respondents who agreed, 47 (13.1%) respondents who were undecided. 71 (19.7%) respondents who disagreed and 7 (1.9%) respondents who strongly disagreed, celebrating accomplishments who noted was a strategy for management through teamwork approach.

As noted by 122 (33.9%) respondents who strongly agreed, 191 (53.1%) respondents who agreed, 27 (7.5%) respondents who were undecided, 3 (0.8%) respondents who disagreed and 17 (4.7%) respondents who strongly disagreed as well as the mean response score of 1.89+0.92, being participatory and assessing team effectiveness is a strategy for through teamwork approach.

As indicated from the respondents’ responses in which 270 (75%) strongly agreed, 28 (7.8%) agreed, 46 (12.8%) respondents were undecided, 3 (0.8%) respondents disagreed, and 13 (3.6%) respondents strongly disagreed. The mean response of 1.50 + 0.99, the respondents agreed that strategies for effective and efficient management were compatible with teamwork approach to improve performance in their organisation.

Having a mean response of 1.29 + 0.51 and 263 (73.1%) respondents strongly agreed, 128 (24.2%) respondents agreed, and 10 (2.8%) respondents were undecided. The respondents noted that getting to know the team was the role of the manager in strategy implementation through teamwork approach to performance management.

As indicated by the responses of 244 (67.8%) respondents, 87 (24.2%) respondents and 10 (2.8%) respondents, who strongly agreed, agreed, were undecided, disagreed and strongly disagreed respectively. The mean response score of 1.38 + 0.59, the respondents agreed that defining the team purpose was the role of the manager in strategy implementation through teamwork approach to performance management.

With 121 (33.6%) respondents strongly agreed, 167 (46.4%) respondents agreed, 69 (19.2%) respondents being undecided and 3 (0.8%) respondents strongly disagreed. The mean of 1.88 + 0.76, the respondents noted that establishing norms was the role of the manager in strategy implementation through teamwork approach to performance management. Having a mean response score of 2.00 + 0.81 and 118 (32.8%) respondents strongly agreed, 122 (33.9%) respondents agreed, and 120 (33.3%) respondents were undecided, the respondents noted that encouraging questions is the role of the manager in strategy implementation through teamwork approach to performance management. From the mean response score of 1.95 + 0.65, and the responses of 82 (22.8%) respondents who strongly agreed, 214 (59.5%) respondents who agreed. 61 (16.9%) respondents who were undecided and 3 (0.8%) respondents who disagreed, celebrating accomplishments as the role of the managers in strategy implementation through teamwork approach to performance management.

As noted by 183 (50.8%) respondents who strongly agreed, 161 (44.7%) respondents who agreed, 10 (2.8%) respondents who were undecided, 3 (0.8%) respondents who disagreed and another 3 (0.8%) respondents who strongly disagreed. The mean response score of 1.56 + 0.67, being participatory and assessing team effectiveness is a role of themanager in strategy implementation through teamwork approach to performance management.The respondents’ responses in which 70 (19.4%) respondents strongly agreed, 127 (35.3%) respondents agreed, 149 (41.4%) respondents were undecided,and 14 (3.9%) respondents disagreed. The mean response score of 2.29 + 0.82, the respondents noted that strategies for business management were not compatible with team approach in Nigerian banking industry.

4.3.2.2 Extent to which teamwork approach promotes sustainability in banks
The respondents’ opinions on the extent to which teamwork approach promotes sustainability in banks presented in Table 4.10.

 Table 4.10: Extent to which teamwork approach promotes sustainability in banks
	Question
	Option
	SA (%)
	A (%)
	U (%)
	D (%)
	SD (%)
	Mean
	Std. Dev.

	Effectiveness of the use of teamwork approach to management in the banking industry (strongly effective; effective; undecided; ineffective; strongly ineffective)
	131
(36.4)
	143
(39.7)
	8
(2.2)
	78
(21.7)
	0
(0.0)
	2.09
	1.11

	Teamwork approach to performance management does not relate prospects for sustenance and viability in Nigerian banking organisations
	166
(46.1)
	90
(25)
	58
(16.1)
	24
(6.7)
	22
(6.1)
	2.01
	1.20

	Characteristics that are evident in any effective team
	Clear objective and agreed Goals
	293
(81.4)
	57
(15.8)
	10
(2.6)
	0
(0.0)
	0
(0.0)
	1.21
	0.47

	
	Appropriate leadership
	224
(62.2)
	106
(29.4)
	23
(6.4)
	7
(1.9)
	0
(0.0)
	1.48
	0.70

	
	Trust and support
	117
(32.5)
	68
(18.9)
	28
(7.2)
	147
(40.8)
	0
(0.0)
	2.56
	1.31

	
	Regular review relations
	93
(25.8)
	84
(23.3)
	183
(50.8)
	0
(0.0)
	0
(0.0)
	2.25
	0.84

	
	Conflict and cooperation
	85
(23.6)
	221
(61.4)
	48
(12.3)
	3
(0.8)
	3
(0.8)
	1.93
	0.68

	Teamwork approach to performance management relate prospects for viability and sustainability
	140
(38.9)
	210
(58.3)
	7
(1.9)
	3
(0.8)
	0
(0.0)
	1.64
	0.56

	Skills required for an effective team
	Skill of communication
	237
(79.7)
	63
(17.5)
	10
(2.8)
	0
(0.0)
	0
(0.0)
	1.23
	0.48

	
	Skill for leadership
	228
(63.3)
	109
(30.3)
	23
(6.4)
	0
(0.0)
	0
(0.0)
	1.43
	0.61

	
	Skill for resolving conflict
	231
(64.2)
	109
(30.3)
	20
(5.6)
	0
(0.0)
	0
(0.0)
	1.41
	0.59

	
	Skill for feedback and evaluation
	101
(25.9)
	228
(58.5)
	17
(4.7)
	14
(3.9)
	0
(0.0)
	1.84
	0.67

	The application of teamwork oriented-approach in management of organizational performance is effective
	204
(56.7)
	99
(27.5)
	50
(12.8)
	4
(1.1)
	3
(0.8)
	1.61
	0.82

	Strategy for teamwork approach to meet organizational goal in your organization is very effective
	275
(76.4)
	55
(15.3)
	27
(7.5)
	3
(0.8)
	0
(0.0)
	1.32
	0.64


Source: Field Study, 2016

Table 4.10 shows that the respondents agreed that the use of teamwork approach to management in the banking industrywas effective.  The represented responses of 131 (36.4%) respondents who noted strongly effective, 143(39.7%) respondents who noted effective, 8 (2.2%) respondents who were undecided and 78 (21.7%) respondents who noted ineffective, as well as the mean response score of 2.0.9 + 1.11. As indicated from the responses of 166 (46.1%) respondents who strongly agreed, 90 (25%) respondents who agreed, 58 (16.1%) respondents who were undecided, 24 (6.7%) respondents who disagreed and 22 (6.1%) respondents who strongly disagreed. The mean response score of 2.01 + 1.20, the respondents were of the opinion that teamwork approach to performance management promotes sustenance and viability in Nigerian banking industry.

With the mean response of 1.21+ 0.47 and 293 (81.4%) respondents strongly agreed, 57 (15.8%) respondents agreed, and 10 (2.6%) respondents were undecided, the respondents agreed that clear objective and agreed goals are characteristics evidenced in any effective team. As 224 (62.2%) respondents strongly agreed, 106 (29.4%) respondents agreed, 23 (6.4%) respondents were undecided and 7 (1.9%) respondents disagreed as well as the mean response of 1.48 + 0.70. The respondents were of the opinion that appropriate leadership is a characteristic evidenced by any effective team. From the responses of 117 (32.5%) respondents who strongly agreed, 68 (18.9%) respondents who agreed, 28 (7.2%) respondents who were undecided and 147 (49.8%) respondents who disagreed and the mean response of 2.56 + 1.31. The respondents indicated that trust and support were characteristics evidenced byany effective team. Regular review relations was indicated to be a characteristic that is evidenced in any effective team by 93 (25.8%) respondents who strongly agreed, 84 (23.3%) respondents who agreed and 183 (50.8%) respondents who were undecided as well as the mean response score of 2.25 + 0.84.

Having a mean response score of 1.93 + 0.68, and 85 (23.6%) respondents strongly agreed, 221 (61.4%) respondents agreed, 48 (12.3%) respondents being undecided, 3 (0.8%) respondents disagreed and another 3 (0.8%) respondents strongly disagreed. Conflict and cooperation were indicated to be characteristics evidenced by any effective team.

Teamwork approach to performance management held good prospects for viability and sustainability.  Captured in the responses of 140 (38.9%) respondents who strongly agreed, 210 (58.3%) respondents who agreed, 7 (1.9%) respondents who were undecided and 3 (0.8%) respondents who disagreed as well as the mean response of 1.64 + 0.56. Having mean responses   > 1.2, the respondents agreed that skill of communication (1.23 + 0.48), skill for leadership (1.43+ 0.61), skill for resolving conflict (1.41+ 0.59) and skill for feedback and evaluation (1.84+ 0.67) were skills required for an effective team. From the responses of 204 (56.7%) respondents, 99 (27.5%) respondents, 50 (12.8%) respondents, 4 (1.1%) respondents and 3 (0.8%) respondents who strongly agreed, agreed, were undecided, disagreed and strongly disagreed respectively. The application of teamwork oriented-approach in themanagement of organisational performance was effective. The respondents agreed that strategy for teamwork approach to meet theorganisational goal in their organisation was very effective. Captured in the responses of 275 (76.4%) respondents who strongly agreed, 55 (15.3%) respondents who agreed, 27 (7.5%) respondents who were undecided and 3 (0.9%) respondents who disagreed.

4.3.2.3 Relationship between teamwork productivity and organisational growth in the management of banking firms

The respondents’ view on the relationship between teamwork productivity and organisational growth in the management of banking firms is in Table 4.11.
Table 4.11: Relationship between teamwork productivity and organisational growth in the management of banks
	Question
	Option
	SA (%)
	A (%)
	U (%)
	D (%)
	SD (%)
	Mean
	Std. Dev.

	Benefits accruing from teamwork in an organisation that might improve the performance of the banking industry
	Quick response to change
	250
(69.4)
	93
(25.8)
	17
(4.7)
	0
(0.0)
	0
(0.0)
	1.35
	0.56

	
	Reduction in cost
	60
(16.7)
	87
(24.2)
	153
(42.5)
	21
(5.8)
	39
(10.8)
	2.70
	1.14

	
	Production of quality goods and services
	213
(59.2)
	119
(33.1)
	25
(6.9)
	0
(0.0)
	3
(0.8)
	1.50
	0.70

	
	Increases psychological intimacy
	81
(22.5)
	113
(31.4)
	40
(11.4)
	7
(1.9)
	119
(33.1)
	2.91
	1.59

	
	Increasing integrated involvement
	96
(26.7)
	244
(67.8)
	17
(4.7)
	0
(0.0)
	3
(0.8)
	1.80
	0.59

	There is relationship between team-oriented approach to effective management and organizational performance
	238
(66.1)
	119
(33.1)
	3
(0.3)
	0
(0.0)
	0
(0.0)
	1.34
	0.49

	Ways teamwork increase growth performance in the banking industry
	Improving productivity
	267
(74.2)
	80
(22.2)
	13
(3.6)
	0
(0.0)
	0
(0.0)
	1.29
	0.52

	
	Improving quality and encouraging innovation
	226
(62.8)
	126
(35)
	8
(2.2)
	0
(0.0)
	0
(0.0)
	1.39
	0.53

	
	Taking advantage of the prospects provided by technological advantages
	183
(50.8)
	121
(33.6)
	14
(3.9)
	39
(10.8)
	3
(0.8)
	1.77
	1.00

	
	Improving employed motivation and commitment
	176
(48.9)
	160
(44.4)
	21
(5.8)
	3
(0.8)
	0
(0.0)
	1.58
	0.64

	
	Providing a pooling of resources/bringing a range of complement of knowledge and expertise
	132
(36.7)
	181
(50.3)
	47
(13.1)
	0
(0.0)
	0
(0.0)
	1.76
	0.66

	Prospects of teamwork approach to performance management in Nigerian banking industry for survival


	Group deliberation and judgment
	153
(42.5)
	183
(20.8)
	24
(6.2)
	0
(0.0)
	0
(0.0)
	1.64
	0.60

	
	Coordination of plans & policies
	204
(56.7)
	153
(42.5)
	3
(0.8)
	0
(0.0)
	0
(0.0)
	1.44
	0.51

	
	Transgression and sharing of information
	211

(58.6)
	122

(33.9)
	20

(5.6)
	0
(0.0)
	7

(1.9)
	1.52
	0.77

	
	Motivation through participation
	106
(29.4)
	109
(30.3)
	41
(11.4)
	3
(0.8)
	101
(28.1)
	2.67
	1.58

	
	Combined opinion of members
	211
(58.6)
	96
(26.7)
	50
(12.3)
	0
(0.0)
	3
(0.8)
	1.57
	0.78

	
	Coordination of the department  
	199
(55.3)
	124
(34.4)
	37
(10.3)
	0
(0.0)
	0
(0.0)
	1.55
	0.67

	
	Security co-operation of staff
	129
(35.8)
	208
(57.8)
	20
(5.6)
	3
(0.8)
	0
(0.0)
	1.71
	0.60

	
	Manpower development
	105
(29.2)
	118
(32.8)
	130
(36.1)
	7
(1.9)
	0
(0.0)
	2.10
	0.84


Source: Field Study, 2016

As presented in Table 4.11, the respondents agreed that quick response to change was a benefit that accrued from teamwork in an organisation that could improve the performance of the banking industry. Captured in the responses of 250 (69.4%) respondents who strongly agreed, 93 (25.8%) respondents who agreed and 17 (4.7%) respondents who were undecided as well as the mean response of 1.35+ 0.56. 

A mean response score of 2.70 + 1.14, the respondents did not agree that reduction in cost was the benefit accrued from teamwork that could have improved the performance in the banking industry.  Confirmed by the responses of 89 (16.7%) respondents who strongly agreed, 87 (24.2%) respondents who agreed, 153 (42.5%) respondents who were undecided, while 21 (5.8%) respondents who disagreed and 39 (10.8%) respondents who strongly disagreed. 

With a mean response of 1.50	+0.70, and the 213 (59.2%) respondents strongly agreed, 119 (33.1%) respondents agreed, 25 (6.9%) respondents were undecided, and 3 (0.8%) respondents strongly disagreed, the respondents agreed that production of quality goods and services was a benefit accrued from teamwork that could improve the performance in the banking industry. 

Increasing psychological intimacy was a benefit identified by the respondents that accrued from teamwork which could improve the performance in the banking industry.  This view captured in the responses of 81 (22.5%) respondents who strongly agreed, 113 (31.4%) respondents who agreed, 40 (11.4%) respondents who were undecided, 7 (1.9%) respondents who disagreed and 119 (33.1%) respondents who strongly disagreed.  However, the mean score of 2.91 does not reflect this view. Nevertheless, with a high standard deviation of 1.59, the mean score was invalidated and the frequency responses accepted.  
Hence, the view of the respondents was accepted. 

Having a mean score of 1.80 + 0.59and 96 (26.6%) respondents strongly agreed, 244 (67.8%) respondents agreed, 17 (4.7%) respondents being undecided and 3 (0.8%) respondents disagreed. The respondents were of the opinion that increased integrated involvement was a benefit of teamwork which could improve performance in the banking industry.

As reflected in the responses of 238 (66.1%) respondents who strongly agreed, 119 (33.1%) respondents who agreed and 3 (0.8%) respondents who were undecided and the mean response of 1.34 + 0.49. The respondents agreed that there was a relationship between the team-oriented approach to effective management and organisational performance.With 267 (74.2%) respondents strongly agreed, 80 (22.2%) respondents agreed and a mean response score of 1.39+0.53, improving productivity was a way teamwork increased performance in the banking industry. 

From the responses of 226 (62.8%) respondents who strongly agreed and 121 (33.6%) respondents who agreed and the mean score of 1.39+0.53, improving quality and innovation encouragement was a way teamwork increased performance in the banking industry. 

Having 183 (50.8%) respondents, strongly agreed, 121 (33.6%) respondents agreed and a mean response score of 1.77	+1.00, taking advantage of the opportunities provided by technological advantages was a way teamwork increased performance in the banking industry. 

As indicated from the response of 176 (48.9%) respondents who strongly agreed, 160(44.4%) respondents who agreed and the mean response score of 1.58 + 0.64, improving employee motivation and commitment was a way teamwork increased performance in the banking industry. 

The responses of 132 (36.7%) respondents strongly agreed, 181 (50.3%) respondents who agreed and the mean response score of 1.76+ 0.66 shows that providing a pool of resources/bringing a range of complement of knowledge and expertise was a way teamwork increased performance in the banking industry. 

The prospects of teamwork approach to performance management in Nigerian banking industry for survival were identified by the respondents to be group deliberation and judgment (42.5% strongly agreed, 50.8%agreed, mean = 1.64+ 0.60), coordination of plans and policies (56.7% strongly agreed, 42.5% agreed, mean = 1.44+ 0.51), transgression and sharing of information (58.6% strongly agreed, 33.9% agreed, mean = 1.52+ 0.77), motivation through participation (29.4% strongly agreed, 30.3% agreed, mean = 2.67 + 1.58 – high standard deviation), combined opinion of members (58.5% strongly agreed, 26.7% agreed, mean = 1.57+ 0.78), coordination of the department (55.3% strongly agreed, 34.4% agreed, mean = 1.55 + 0.67), security cooperation of staff (35.8% strongly agreed, 57.8% agreed, mean = 1.71 + 0.60) and manpower development (29.2% strongly agreed, 32.8% agreed, mean = 2.10 + 0.84).

4.3.2.4 Extent to which acceptance level of teamwork promotes employee productivity

Table 4.11 presents the respondents’ view on the level of acceptance of work team approach among employees.
Table 4.12: Extent to which acceptance level of teamwork promotes employee productivity
	Question 
	SA (%)
	A (%)
	U (%)
	D (%)
	SD (%)
	Mean
	Std. Dev.

	Level of acceptance of team work approach among employees in the organizations is high
	99
(27.5)
	217
(60.3)
	41
(11.4)
	0
(0.0)
	3
(0.8)
	1.86
	0.66

	Reduction of stress by a level of work team approach would improve productivity
	217
(60.3)
	117
(32.5)
	11
(3.1)
	8
(2.2)
	7
(1.9)
	1.52
	0.82

	Reduction of fraud by a level of work team approach would improve profitability
	209
(58.1)
	134
(37.1)
	17
(4.7)
	0
(0.0)
	0
(0.0)
	1.46
	0.58

	The reduction of wastages by a level of work team approach would improve productivity
	231
(64.2)
	119
(33.1)
	5
(1.4)
	3
(0.8)
	2
(0.6)
	1.40
	0.62

	Information technology enhances effectiveness and efficiency of work team approach to banking team
	208
(57.8)
	132
(36.7)
	17
(4.7)
	3
(0.8)
	0
(0.0)
	1.48
	0.62

	Resistance to team implementation often becomes less when organisations allow participation and involvement of employees 

	143
(39.7)
	80
(22.2)
	20
(5.6)
	14
(3.9)
	103
(28.6)
	2.59
	1.68

	Employees resist teamworkif they fear that they will not be able to develop the competencies required to be effective in the new situation
	242
(67.2)
	67
(18.6)
	30
(8.3)
	7
(1.9)
	14
(3.9)
	1.56
	0.99

	Employees will accept team implementation more if orientation, training and development programmes are done, before any organisational change
	253
(70.3)
	73
(20.3)
	30
(8.3)
	3
(0.8)
	1
(0.3)
	1.40
	0.70


Source: Field Study, 2016

As presented in Table 4.12, 99 (27.5%) respondents strongly agreed that the level of acceptance of organisational change among employees in the organisations was high, 217 (60%) respondents agreed, 41 (11.4%) respondents were undecided, and 3 (0.8%) respondents strongly disagreed.  Having a mean response of 1.86 + 0.66, it was the general opinion of the respondents that acceptance level of teamwork approach among employees in the organisations was high. 

As 217 (60.3%) respondents strongly agreed, 117 (32.5%) respondents agreed, 11(3.1%) respondents were undecided, 8 (2.2%) respondents disagreed and 7 (1.9%) respondents strongly disagreed in line with the mean response of 1.52 + 0.82. The respondents agreed that when work team approach was applied, it reduced stress thus improving productivity.
As indicated from the response of 209 (58.1%) respondents who strongly agreed, 130(37.1%) respondents who agreed and the mean response score of 1.46 + 0.58, applying work team strategy to reduce fraud would also be a way to improve profitability. 

From the responses of 231 (64.2%) respondents who strongly agreed and 119 (33.1%) respondents who agreed and the mean score of 1.40+ 0.623, reducing wastages was a way teamwork improved productivity in the banking industry. 

Having a mean score of 1.48 + 0.62 and 208 (57.8%) respondents strongly agreed, 132 (36.7%) respondents agreed, 17 (4.7%) respondents being undecided and 3 (0.8%) respondents disagreed. The respondents were of the opinion that information technology enhanced the effectiveness of goal achievements in the banking industry.

Though the mean response was 2.59, the standard deviation of 1.68 shows that with 143 (39.7%) respondents strongly agreed, 80 (22.2%) respondents agreed, 20 (5.6%) respondents were undecided, 14 (3.9%) respondents disagreed,and 103 (28.6%) respondents strongly disagreed. It was the fortitude of the respondents that resistance to team implementation often became less when organisations allowed participation and the involvement of employees.
As provided by the responses of 242 (67.2%) respondents who strongly agreed, 67 (18.6%) respondents who agreed, 30 (8.3%) respondents who were undecided. 7 (1.9%) respondents who disagreed and 14 (3.9%) respondents who strongly disagreed and the mean response of 2.59 + 0.99. The respondents agreed that employees resist teamwork if they fear that they would not be able to improve the skills required to be useful in the new situation.

The respondents were of the opinion that employees would accept team implementation more if orientation, training and development programmes were done, before any organisational change.  Reflected in the mean response of 1.40+ 0.70, as well as the responses of 253 (70.3%) respondents who strongly agreed, 73 (20.3%) respondents who agreed, 30 (8.3%) respondents who were undecided and 3 (0.8%) respondents who disagreed.

4.3.2.5 Extent to which the teamwork challenge affects organisational performance
Table 4.13 shows the respondents’ responses on the hindrances posed to organisational change management by incompetence to cope with challenges of teamwork approach.

Table 4.13: Extent to which the teamwork challenge affects organizational performance
	Question
	Option
	SA (%)
	A (%)
	U (%)
	D (%)
	SD (%)
	Mean
	Std. Dev.

	Challenges of effective and efficient teamwork approach that might hinder organisational survival
	They are costly
	183
(50.8)
	54
(15)
	62 (17.2)
	26 (7.2)
	35 (9.7)
	1.35
	2.01

	
	Compromise
	204
(56.7)
	125
(34.7)
	31
(8.6)
	0
(0.0)
	0
(0.0)
	1.51
	0.65

	
	Risky-shift
	164
(45.6)
	160
(44.4)
	30
(8.3)
	3
(0.8)
	3
(0.8)
	1.61
	0.73

	
	Groupthink
	83
(23.1)
	35.8
(35.8)
	24
(6.7)
	10
(2.8)
	114
(31.7)
	2.84
	1.59

	
	Social loafing
	132
(36.7)
	134
(37.2)
	53
(14.7)
	34
(9.4)
	7
(1.9)
	2.02
	1.03

	management is hindered by inability to cope with the challenges of teamwork approach in Nigerian banking sector 
	237
(65.8)
	86
(23.9)
	34
(9.4)
	3
(0.8)
	0
(0.0)
	1.45
	0.69

	Ways teamwork approach increase competitiveness in the management of organization
	Improving productivity
	214
(59.4)
	74
(20.6)
	40
(11.1)
	32
(8.9)
	0
(0.0)
	1.69
	0.98

	
	Improving employee motivation
	234
(65)
	106
(29.6)
	17
(4.7)
	0
(0.0)
	3
(0.8)
	1.42
	0.66

	
	Improving quality
	248
(58.9)
	82
(22.8)
	7
(1.9)
	20
(5.6)
	3
(0.8)
	1.46
	0.85

	
	Encouraging innovation
	78
(21.7)
	220
(61.1)
	10
(2.8)
	24
(6.7)
	28
(7.8)
	2.1
	1.08

	
	Be proactive rather than reactive
	96
(26.7)
	204
(56.7)
	51
(14.2)
	51
(1.7)
	3
(0.8)
	1.93
	0.73

	Reasons for resisting team implementation in the banking industry
	Selective perception
	228
(63.3)
	122
(33.9)
	7
(1.9)
	0
(0.0)
	3
(0.8)
	1.41
	0.61

	
	Insecurity
	205
(56.9)
	132
(36.7)
	20
(5.6)
	3
(0.8)
	0
(0.0)
	1.50
	0.64

	
	Habit
	156
(43.3)
	150
(41.7)
	23
(6.4)
	27
(7.5)
	4
(1.1)
	1.81
	0.93

	
	Economic implication
	89
(24.7)
	173
(48.1)
	61
(16.9)
	10
(2.8)
	27
(7.5)
	2.20
	1.07

	
	Inconvenience or loss of freedom
	137
(38.1)
	162
(45)
	47
(13.1)
	7
(1.9)
	7
(1.9)
	1.84
	0.86

	
	Fear of the unknown
	164
(45.6)
	108
(30)
	74
(20.6)
	14
(3.9)
	3
(0.8)
	1.82
	0.88

	Managing resistance to team spirit in the banking industry
	Education and communication 
	289
(80;3)
	58
(16.9)
	13
(3.6)
	0
(0.0)
	0
(0.0)
	1.23
	.50

	
	Facilitation and support 
	269
(74.7)
	78
(21.7)
	13
(3.6)
	0
(0.0)
	0
(0.0)
	1.28
	0.52

	
	Negotiation and agreement
	183
(50.8)
	146
(40.6)
	31
(8.6)
	0
(0.0)
	0
(0.0)
	1.57
	0.64

	
	Participation and involvement
	82
(22.8)
	89
(24.7)
	30
(8.3)
	102
(28.3)
	57
(15.8)
	2.89
	1.43

	
	Manipulation and cooperation
	10
(2.8)
	44
(12.2)
	37
(10.3)
	169
(46.9)
	100
(27.8)
	3.84
	1.04

	
	Intimidation/ Force
	7
(1.9)
	44
(12.2)
	45
(12.5)
	169
(46.9)
	95
(26.4)
	3.83
	1.01

	Extent teams communicate
	128
(35.6)
	202
(56.1)
	30
(8.3)
	0
(0.0)
	0
(0.0)
	0.60
	1.72


  Source: Field Study, 2016

As presented in Table 4.13, the challenges that effectiveness and efficiency might pose to teamwork approach that might hinder organizational survival were they are costly (50.8% strongly agreed, 15% agreed, mean = 3.89 + 1.36), compromise (56.8% strongly agreed, 34.7% agreed, mean = 4.48 + 0.65), risky-shift (45.6% strongly agreed, 44.4% agreed, mean = 1.35 + 2.01), group thinking (23.1% strongly agreed, 35.8% agreed, mean = 2.84 + 1.59) and social loafing (36.7% strongly agreed, 37.2% agreed, mean = 2.02 + 1.03). 

As indicated from the responses of 237 (65.8%) respondents who strongly agreed, 86 (23.9%) respondents who agreed, 34 (9.4%) respondents who were undecided and 3 (0.8%) respondents who disagreed. The mean response of 1.45 + 0.69. The respondents agreed that management hindered by the inability to cope with the challenges of teamwork approach in Nigerian banking sector.

The respondents agreed that teamwork approach increased competitiveness in the management of the organization by improving productivity (mean = 1.69+ 0.98; 59.4% strongly agreed, 20.6% agreed), improving employee motivation (65% strongly agreed, 29.6% agreed, mean = 1.42 + 0.66), improving quality (58.9% strongly agreed, 22.8% agreed, mean = 1.46 + 0.85) encouraging innovation (21.7% strongly agreed, 61.1% agreed, mean = 2.1 + 1.08) and being proactive rather than reactive (26.7% strongly agreed, 56.7% agreed, mean = 1.93 + 0.73). 

The reasons the respondents agreed were responsible for resisting team implementation in the banking industry were selective perception (mean = 1.41+ 0.61), insecurity (mean = 1.50+ 0.64), habit (mean = 1.81+ 0.93), economic implication (mean = 2.20+ 1.07), inconvenience or loss of freedom (mean = 1.84+ 0.86) and fear of the unknown (mean = 1.82 + 0.88). 

From the respondents’ responses, resistance to change in the banking industry can be best managed by education and communication (80.3% strongly agreed, 16.9% agreed, mean = 1.23+ 0.50), facilitation and support (74.7% strongly agreed, 21.7% agreed, mean = 1.28+ 0.52), and negotiation and agreement (50.8% strongly agreed, 40.8% agreed, mean = 1.57 + 0.64). 

Having 128 (35.6%) respondents strongly agreed, 202 (56.1%) respondents agreed and 30
(8.3%) respondents have undecided as well as the mean response of 1.72 + 0.60; the respondents agreed that in no small extent, teams do communicate amongst employees.

4.3.3 Responses from Verbal Consultation 
A verbal consultation was conducted with a vital staff of each of the sampled organisation, using the oral interview schedule (see appendix). Their responses were very much similar. They all noted that their organisationshadinvolved in team approach at one time or the other, and it was due to mainly product innovation. These product innovations they indicated, were interconnected to their respective employees. While other organisations noted that as long as they communicatedthe approach correctly, they do not experience resistance from their employees, Hardis & Dromedas noted that the employees resist the approach because they view working in the industry section as “penalty for staff”. 

It was gathered that to solve the problem of resistance to team approach; there was need for “education and communication”.  The monetary incentive was proffered by Hardis & Dromedas, who pointed out that, “resistance is severe here; if you post them to bad places they do not like, some of them resign. We add money to motivate the staff to avoid resistance”. Hence, the organisations use communication and motivation as approaches to enhance productivity. 
The organisations have teams, and these teams have been very effective as they have attained the objective of setting them up.  In the exact words of one of the interviewees, “It is very effective whengrouped into teams”.  Hence, teamwork approach to management increases productivity and profitability in the banking industry.

The interviewees rated the relationship between employees’ participation and the effectiveness of team approach designed to manage the organisation as very high.  An interviewee said, “they give 100% result”.  Thus, they noted that teamwork approach to performance management held good prospects for their organisations’ survival. 

Nevertheless, all the interviewees agreed that there were challenges that encountered while using a teamwork approach to manage performance in their organisations.  Some of these challenges were underlined to be “conflict of interest”, “delay in evaluation of feedback”, “issues with team leaders”, and “taking authority from an employee at the same level was a problem”. 
However, the interviewees all agreed that teamwork approach to management held good forecasts for sustenance and viability of their organisations, and the teamwork approach strategies they employ in their organisation to performance management was very effective.

4.4	Test of Hypotheses 
In analysing the five (5) hypotheses earlier stated in chapter one, One-Sample Kolmogorov-Smirnov(Z) Test, Pearson Product Moment Correlation Coefficient and Linear Regression were used to the test the hypotheses. Hypothesis one, four and five were tested using the Linear Regression, Hypotheses two was tested using the Z-test statistic and the hypothesis three was tested using the Pearson Product Moment Correlation Coefficient.

The outcomes from the tests of the various hypotheses presented below.

4.4.1	Test of Hypothesis One
The extent by which team strategy enhances teamwork approach to productivity.

In testing the hypothesis, the data presented in Table 4.8 was tested using Linear Regression. 






Table 4.14: Linear Regression Result for Hypothesis One


Descriptive Statistics
	
	Mean
	  Std. Deviation
	N

	
Performance management 

Team strategy
	
1.6472

2.2972
	
.56400

.82305
	
360

360




Model Summaryb
	
Model

	
R
	
R Square
	
Adjusted R Square
	
Std. Error of the Estimate
	
                           Change Statistics

	
	
	
	
	
	
R Square Change
	
F Change
	
df1
	
df2
	
Sig. F change

	1
	.803a
	.644
	.643
	.33694
	.644
	647.909
	1
	358
	.000



a. Predictions: (Constant), Team strategy
b. Dependent Variable: performance management

ANOVAa
	
Model
	
Sum of Squares
	
df
	
Mean Squares
	
F
	
Sig

	
           Regression
1         Residual
           Total
	
73.555
40.642
114.197
	
1
358
359
	
73.555
.114
	
647.909
	
.000b



a. Dependent Variable: Team strategy
b. Predictions: (Constant), performance management

Coefficientsa
	Model 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	            (Constant)
1
            Team strategy
	.384

.550
	.053

.022
	

.803
	7.282

25.454
	.000

.000



a. Dependent Variable: performance management


Source: IBM SPSS Statistics 20

Decision Rule 
Since the p-value (0.000) in the ANOVA table has less than the level of significance (0.05), the null hypothesis rejected is implying that there is a significant relationship between team strategy and productivity. Since the slope (0.550) in the model is positive, it implies that there is significant relationship between team strategy and productivity. The R-square is 0.664 suggest that variation in productivity is explained by team strategy by 66.4% while the remaining 33.6% is explained by other factors outside the model.  

4.4.2	Test of Hypothesis Two

Teamwork approach to a large extentpromotessustainability in banks

In testing the hypothesis, the data presented in Table 4.15 was tested using Z-test. 

Table 4.15: One-Sample Kolmogorov-Smirnov (Z) Test Result for Hypothesis Two
	One-Sample Kolmogorov-Smirnov Test

	

	Mean response on
 the teamwork approach

	N
	360

	Normal Parameters a,b
	Mean
	1.6472

	
	Std. Deviation
	.56400

	Most Extreme Differences
	Absolute
	.345

	
	Positive
	.263

	
	Negative
	-.345

	Kolmogorov-Smirnov Z
	6.551

	Asymp. Sig. (2-tailed)
	.000

	a. Test distribution is Normal.

	b. Calculated from data.



Source: IBM SPSS Statistics 20 

Decision Rule 
If Z calculated> Z critical, Reject the null hypothesis and accept the alternative hypothesis.  

Otherwise, vice versa.  




Result/Decision 

The calculated Z-value is 6.551 and is greater than the critical Z-value of 1.96.As a result, the null hypothesis is rejected, and the alternative hypothesis accepted.  Hence, teamwork approach to performance management in Nigerian banking industry to a significant extent promotes sustenance and viability.

4.4.3	Test of Hypothesis Three

There was significant positive relationship between teamwork and organisational growth in the management of banking firms

In testing the hypothesis, the data presented in Table 4.15 was tested using Pearson Product-Moment Correlation Coefficient.
	
Table 4.16: Correlations Result for Hypothesis Three
	

	
	Relationship between teamwork  and organisationalgrowth
	Improving productivity

	Relationship between team and organisational growth
	Pearson Correlation
	1
	.800**

	
	Sig. (2-tailed)
	
	.000

	
	N
	360
	360

	Improving productivity
	Pearson Correlation
	.800**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	360
	360


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

Source: IBM SPSS Statistics 20 

Decision Rule

If r calculated> r critical, Reject the null hypothesis and accept the alternative hypothesis.  
Otherwise, vice versa
Result/Decision 
The calculated r-value is 0.80 and is greater than the critical r-value of 0.09.  
Thus, the null hypothesis is rejected, and the alternative hypothesis accepted.  Hence, there was a significant positive relationship between teamwork and organisational growth in the management of banking firms.

4.4.4	Test of Hypothesis Four
The extent to which acceptance level of work team affects employee productivity

In testing the hypothesis, the data presented in Table 4.17 was tested using Linear regression. 

Table 4.17: Linear Regression Result for Hypothesis Four

Descriptive Statistics
	
	Mean
	  Std. Deviation
	N

	
Performance management 

Team strategy
	
1.5667

1.4056
	
.99916

.70175
	
360

360




Model Summaryb
	
Model

	
R
	
R Square
	
Adjusted R Square
	
Std. Error of the Estimate
	
                           Change Statistics

	
	
	
	
	
	
R Square Change
	
F Change
	
df1
	
df2
	
Sig. F Change

	1
	.927a
	.859
	.958
	.37600
	.859
	2177.069
	1
	358
	.000



a. Predictions: (Constant), Accept team implementation
b. Dependent Variable: Develop the competencies

ANOVAa
	
Model
	
Sum of Squares
	
df
	
Mean Squares
	
F
	
Sig

	
           Regression
1         Residual
           Total
	
307.787
50.613
358.400
	
1
358
359
	
307.787
.141
	
2177.069
	
.000b



a. Dependent Variable: Develop the competencies
b. Predictions: (Constant), Accept team implementation



Coefficientsa
	Model 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	            (Constant)
1
            Accept team implementation
	2.688

.519
	.244

.028
	

.927
	6.483

46.659
	.000

.000



a. Dependent Variable: Develop the competencies


Source: IBM SPSS Statistics 20


Decision Rule 
Since the p-value (0.000) in the ANOVA table has less than the level of significance (0.05), the null hypothesis is rejected implying that there is a significant relationship between team strategy and productivity. Since the slope (0.519) in the model is positive, it implies that there is significant relationship between acceptance level of work team and employee productivity. The R-square is 0.859 suggest that variation in employee productivity is explained by the acceptance level of work team by 85.9% while the remaining 14.1% is explained by other factors outside the model.  

4.4.5	Test of Hypothesis Five
The extent to which teamwork challenge affects organisational performance.

In testing the hypothesis, the data presented in Table 4.17 was tested using Linear regression. 

Table 4.18: Linear Regression Result for Hypothesis Five

Descriptive Statistics
	
	Mean
	  Std. Deviation
	N

	
Hindered by inability

Compromise
	
1.4528

1.5194
	
.69858

.65040
	
360

360








Model Summaryb
	
Model

	
R
	
R Square
	
Adjusted R Square
	
Std. Error of the Estimate
	
                           Change Statistics

	
	
	
	
	
	
R Square Change
	
F Change
	
df1
	
df2
	
Sig. F Change

	1
	.879a
	.772
	.772
	.33393
	.772
	1213.138
	1
	358
	.000




a. Predictions: (Constant), Compromise
b. Dependent Variable: Hindered by inability 

ANOVAa
	
Model
	
Sum of Squares
	
df
	
Mean Squares
	
F
	
Sig

	
           Regression
1         Residual
           Total
	
135.277
39.921
175.197
	
1
358
359
	
135.277
.112
	
1213.138
	
.000b



a. Dependent Variable: Hindered by inability
b. Predictions: (Constant), Compromise

Coefficientsa
	Model 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	            (Constant)
1
           Compromise
	.019

.944
	.045

.027
	

.879
	.418

34.830
	.000

.000



a. Dependent Variable: Hindered by inability


Source: IBM SPSS Statistics 20

Decision Rule 
Since the p-value (0.000) in the ANOVA table has less than the level of significance (0.05), the null hypothesis rejected is rejected implying that there is a significant effect of team work challenge on organizational performance. Since the slope (0.944) in the model is positive, it implies that there is significant effect of compromise and hindrance by the inability to cope. The R-square is 0.772 suggest that variation in employee productivity is explained by the acceptance level of work team by 77.2% while the remaining 22.8% is explained by other factors outside the model.  






4.5 Discussion of Findings

The findings of this study discussed under the various objectives of the study. 

4.5.1 Extent to which team strategy for business management enhances teamwork approach

As presented in Table 4.9 team strategy for business management enhanced team work approach to productivity. The table shows that teamwork approach as a strategy used for performance management.  The table shows that it is realisable when managers play their roles of knowing the team, defining the purpose of the team, establishing team norms, encouraging questions among team members, celebrating the accomplishment, allowing teamwork to be participatory and regularly assessing team effectiveness.  These roles ensured that team members understand their roles thoroughly and are part of the team process, as a strategy for ensuring effective performance.  
It is in line with the findings of Bacon and Blyton (2005), Zhang (2000) and Van der Wiele and Brown (2002) showed employeesbelieve that productivity improves when work completed in groups, and ultimately impacts on management. It is also in line with the Blake and Mouton Theory of Managerial Grid: Blake and Mouton, (1964), were they linked management style with effectiveness in their managerial grid, where the vertical access measures a managers’ concern for people and the horizontal access measures, a manager’s concern for productivity. This grid is used to improve overall team effectiveness as well as the individual effectiveness of each team members. 

4.5.2 Extent to which teamwork approach promotes sustainability in the banking industry
Teamwork approach to performance management is very useful in the banking industry.  It has good prospects for sustenance and viability in the Nigerian banking industry.  These prospects based on the characteristics that every effective team has.  These characteristics were a clear objective and agreed goals, appropriate leadership, trust and support, normal review relations, and conflict and cooperation. To exhibit that these characteristics will ensure that the team is competent, it is paramount that the team possesses the skills of communication, leadership, conflict resolution, and feedback and evaluation.  The application of teamwork oriented-approach in management will be very useful, not minding the unique attributes of such organisation.  
This finding was in line with the findings by Kuhlmann, Sperling and Balzert (2004), Oeij and Wiezer (2002), who noted that the key issues are the integration of work organisation and teamwork. With the overall company organisation and payment system, and thus successful organisations today know that teams make a big difference in the achievement of strategic goals.

4.5.3	Relationship between teamwork and organisational growth in the management of banks

From the findings of this study, teamwork has a relationship with organisationalperformance when used as an approach to management. Predicated upon the benefits derivable from the use of the team-oriented approach to productivity and organisational growth.  These benefits include quick response to change, cost reduction, production of quality goods and services, increased psychological intimacy and increased integrated involvement. Notably teamwork increases performance in the areas of productivity, innovation, technological advantages, employee motivation and commitment, and knowledge and expertise-base resources. Based on these benefits, teamwork-oriented approach to productivity and organisational growth has the prospects of group deliberation and judgment, coordination of plans and policies, transgression and sharing of information, motivation through participation, the combined opinion of members, coordination of the department, security cooperation of staff and workforce development.  These go a long way in ensuring process optimisation in any manufacturing organisation. 

In agreement with the findings of Efi (2010), Hoegl and Gemuenden (2001) and Delarue, Gryp and Van Hootegem (2003) who revealed that there is a positive relationship between teamwork and improved organisational performance; and that the quality collaboration within the organisation positively associated with team performance. Also, the findings are in agreement is in line with the Hackman and Oldham (1980) team effectiveness: Team effectiveness comprises all of the following; the teams’ ability to produce an output that meets or exceeds an organisation’s performance standards or expectations. 

4.5.4 Extent to which acceptance level of work team promotes employee productivity

Having established the relevance and role teamwork can play in performance management, it is paramount that the employees of the implementing organisation accept the approach.  This study showed that the level of employee acceptance of team approach is high, and is majorly due to the fact these organisations communicate correctly and involve the employees in any involvement of employees.  This participation and involvement allowed the employees address the issues of development of competencies, to ensure that they adequately trained and their capacities developed to meet up with the challenges of the innovations. In line with the theory of McGregor’s characteristics of the competent team, where organisational effectiveness impacts on the interpersonal competence of the team members.

This is in consonance with the findings of Argyris (1965), Ormiston and Lapiz (2008), Adeyeye (2009),  Dubey and SanjeevBansal (2012), who showed some level of employee acceptance of innovations existed in organizations when the employees were communicated correctly about team implementation and involved in the approach to improve organizational growth.

4.5.5 Extent to which teamwork challenge affects organisational performance

Despite the excellent benefits and effects of the teamwork approach to performance management, the teamwork approach was not without any challenges. These challenges include cost-implication, compromise, risky-shift, group thinking and social loafing. When these challenges handled properly or when the organisation could not cope with these challenges, they negatively impacted on the ability of teamwork approach in performance management.  Also, other challenges facing teamwork approach, when tackled adequately, were selective perception, insecurity, habit, economic implication, inconvenience or loss of freedom, and fear of the unknown.  These challenges efficiently mitigated through the process of education and communication, facilitation and support, negotiation and agreement, and participation and involvement. This finding is in accordance with the findings of the study carried out by Weihrich and Koontz (2005), Ezigbo (2006) and the Creative Leadership and group development Theory: By Richards and Moger (2009) in modification to the Tuckman model, who revealed that teams inevitably face obstacles which if not overcome, can waste the organization’s resources, hamper morale and ultimately lead to the organization’s demise and that it is costlyto implement, may result in compromises, may lead to indecision, can split  responsibilities and they may lead to a situation in which a few persons impose their will on the majority, not allowing participation of other members.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.3 Summary of findings
The findings of this study are:

1. Team strategy for business management significantly enhanced teamwork approach to productivity in the banking industry (r = 0.664, p < 0.05);  

2. Teamwork approach in the banking industry to a large extent positively promoted sustainability (z  =  6.55, p < 0.05);

3. There was a significant positive relationship between teamwork and organizational growth in the management of banks (r = 0.80, p < 0.05);  

4. The acceptance level of teamwork significantly promoted employee productivity (r = 0.859,  p < 0.05); 

5. Team work challenge significantly affected organisational performance (r = 0.772, p < 0.05).

5.2	Conclusion 
This study on Effects of teamwork approach on organisational performance in selected banks in Nigerian: challenges, strategies and prospects, is very timely and unequivocally relevant, considering the recent drive in the country to ensure the revitalisation of ailing banking industries in Nigeria.  Various policies have been formulated to ensure the growth of this sector, and various strategies are being put in place and implemented to ensure its success.  Albeit, an important aspect that would go a long way in ensuring that these policy and strategy formulations have the desired effect on the banking industry in Nigeria, is being able to handle the outcomes that these policies and strategies will present.   

Of all the resources required in any process, only the human resource remains very unpredictable, volatile, erratic, and can resist any newly implemented process.  Hence, the importance and need for the effective and efficient team approach in banking organisations.  To this end, the emphasis laid on being able to devise reliable approaches to teamwork to ensure the compliance and cooperation of staff and ultimately achieve organisational aims and objectives, vis-à-vis profit maximisation and cost minimisation. 

Consequent upon this, teamwork as an approach to the performance management is studied.  
This study shows that teamwork approach to performance management has the prospect of making the banking organisations very effective, viable and sustainable.  Specifically, it has the benefits of improved productivity and product quality innovativeness and workforce development amongst others.  However, it is not a smooth ride all the way, as the teamwork approach to the performance management is faced with the challenge of cost implication, social loafing, and group-thinking which could result to resistance. 

Nevertheless, when appropriate teamwork strategies are adopted, it ensures that the teamwork approach to performance management is very effective and efficient.  All in all, the teamwork approach, which entails the involvement of an employee in any process discussion and implementation, has the advantage of curbing resistance, thereby giving the organisation the opportunity to be innovative, which will ensure its viability, sustainability and survival.

5.3 	Recommendations 

Based on the findings and result of this study, the following recommendations were made:
1. Banking organisations adopt teamwork approach as an integral concept within their organisations, mainly as an interventionist strategy to the product/ service innovation.

2. To build a competent team by applying practical skills/strategies to maximise team performance and development.  These skills/strategies should include, but not limited to, getting to know the team, defining the team purpose, establishing norms, encouraging questions, celebrating accomplishments and being participatory and assessing team effectiveness. 

3. Banking organisations leaders should encourage their organisations to anticipate competitiveness, to understand the nature of the teamwork in the banking environment and to manage teams well. 
4. People incorporated into the team implementation programme should involve the empowering their subordinates to action by removing obstacles, enabling constructive feedback and rewarding and recognising progress and achievements. 

5. Team members should interact with one another to understand their weaknesses and strengths, by doing so, they will build trust and support for each other, which will make their team more cohesive.  

6. Team members should be carefully selected so that members with requisite skills are selected to work towards achieving the required objectives.

7. Achieved reduction in resistance in ways of; involvement of members in teams, proper communication, patience and tolerance are also required to help people withstrong resistance to understand and accept team implementation. 

8. Managers of banking organisations should swerve team members from time to time to inject new ideas into the team; they should also make available all the necessary resources required by a team member to work for them to achieve their objectives. 

9. Managers of banking organisations should encourage employees to undergo constant training, development, workshops and seminars. To keep them abreast of current issues, trends, threats, opportunities and innovations as it concerns their organisations, as such they will be proactive rather than reactive in dealing with challenges that might come up.

5.4 	Contribution to Knowledge 

This study reveals the positive role teamwork plays as an approach to performance management, particularly in the banking organisations.  This role revealed in the prospect of sustenance and viability, which teamwork approach to performance management has for banking organisations. Performance effectively and efficiently managed, ensures the sustainability and viability and organisations. It is only achievable when the organisation can cope with challenges, unique to the organisation, encountered in the course of business.  The ability or inability to cope with the challenges faced in the competitive market in the banking sector based on the strategies adopted which have a direct bearing on teamwork and is related to organisational performance. 














































5.5 Suggestion for Further Studies 
The study thoroughly conducted, is not conclusive in itself as there are areas of this study that should have exhaustive research.  To this end, it further studies should be carried out on:  

i. The relevance of teamwork as a tool in giving the Nigerian service industries the competitive advantage.
ii. A multivariate analysis of performance management and teamwork approach as predictors to process optimisation in Nigerian service industries.
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APPENDIX I1
QUESTIONNAIRE
SECTION A: PERSONAL DATA
            1)	Respondent's Sex (tick √   as appropriate) 
	A.	Male 		[      ] 		
B.	Female 	[      ]

2) 	Respondent’s marital status
A.	Married	[      ]  
B. 	Single 		[      ] 	
C.	Divorced     	[      ] 
D.	Widowed  	[      ]	
D.	Separated 	[      ]

            3) 	Respondent's Chronological Age (please tick √   as appropriate)
		A.	Less than 20 years		[      ] 
B.	21 —30 years  		[      ] 
C.	31 —40 years 			[      ]
D.	41- 50years			[      ]   
E.	51—60years 			[      ]   

4) 	Highest Educational Qualifications
A.	FSLC 				[      ]	
		B.	SSCE/NECO 			[      ]    
C.	OND/DIPLOMA		[      ]    
D.	B.Sc. /B.A / HND		[      ]
E.	M.A/MBA/M.Sc./M.P.A	[      ]    
F.	PhD 				[      ]    
G.	ACA/AIB/ICAN 		[      ]     


BACKKGROUND INFORMATION
(ia)        Name of Bank:________________ (ib) Branch/State Capital___________
(ic)         Corporate HQ;_____________________________________
(ii)Respondent's Designation (please tick √ as appropriate)
Managing Director	 [      ] 
General Manager	[      ]
Zonal Manager	 [      ]
Branch Manager          [      ]
Supervisor		 [      ]
Non-managerial employee	[      ]
Others specify:________________

(iib)	Respondent's Designation _________________________
(iii)	Duration worked in years
	A.	Below 5 years  		[      ]   
           B.         6 - 10 years 			[      ]
	C.	11 – 15 years			[      ]     
	D.	16 – 20 years 			[      ]    
	E.	21 years and above		[      ]    

(iv)	Approximately how long have you worked in the banking Industry? Please (tick' √ as appropriate)    
            A.	Below 5 years		[      ]    
	B.        6 - 10 years 			[      ]    
	C.	11- 20 years 			[      ]
	D.	21 – 30 years 			[      ]    
	E.	31 years and above		[      ]    

(v)	Approximately, how long have you been on this post? ______ years.
	

SECTION B: RESPONDENTS VIEWS ON THE SUBJECT OF INVESTIGATION
(1)To establish the extent to which team strategy for business management enhances teamwork approach to productivity.

	Research Question One: What are the strategies for performance management through team work approach?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Get to know the team
	
	
	
	
	

	(b)
	define the team purpose
	
	
	
	
	

	(c)
	Establish norms
	
	
	
	
	

	(d)
	Encourage questions
	
	
	
	
	

	(e)
	Celebrate accomplishments
	
	
	
	
	

	(f)
	Be participatory and asses team effectiveness
	
	
	
	
	



 2. Are strategies for effective and efficient performance management compatible with teamwork approach to improve performance?
(a) Strongly compatible 				
(b) Area 						
(c) Undecided 
(d) Not compatible 
(e) Not compatible at all 

	Research Question Three: What are the roles of the manager in strategy implementation through teamwork approach to performance management?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Get to know the team
	
	
	
	
	

	(b)
	define the team purpose
	
	
	
	
	

	(c)
	Establish norms
	
	
	
	
	

	(d)
	Encourage questions
	
	
	
	
	

	(e)
	Celebrate accomplishments
	
	
	
	
	

	(f)
	Be participatory and asses team effectiveness
	
	
	
	
	



 4. Strategies for business management were not compatible with team approach in Nigerian banking industry? 
(a) Strongly compatible 							
(b) Area 						
(c) Undecided 
(d) Not compatible 
(e) Strongly not compatible 

 5. How would you rate the effectiveness of the use of teamwork approach in productivity in the bank? 
 (a) Strongly effective							
(b) Effective  						
(c) Undecided 
(d) Ineffective  
(e) Strongly ineffective


6. How would you rate the efficiency of the use of teamwork approach to improve profitability in the bank?
 (a) Strongly efficient							
(b) Efficient  						
(c) Undecided 
(d) Inefficient	
(e) Strongly inefficient	


(2) To ascertain the extent to which teamwork approach promotes sustainability in banks. 
7. Teamwork approach to performance management does not promote sustainability and viability in Nigerian banking organizations 
 (a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	

	Research Question Eight: What are characteristics that are evident in any effective team?  

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Clear objective and agreed Goals
	
	
	
	
	

	(b)
	Appropriate leadership
	
	
	
	
	

	(c)
	Trust and support
	
	
	
	
	

	(d)
	Regular review relations
	
	
	
	
	

	(e)
	Conflict and cooperation
	
	
	
	
	



9. Do you agree that teamwork approach to performance management holds good prospects for viability and sustainability? 
 (a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	




	Research Question Ten: What are the skills required for an effective team?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Skill of communication
	
	
	
	
	

	(b)
	Skill for leadership
	
	
	
	
	

	(c)
	Skill for resolving conflict
	
	
	
	
	

	(d)
	Skill for feedback and evaluation
	
	
	
	
	



11. The application of teamwork oriented-approach in management of organizational performance is not effective? 
 (a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	


12. Do you agree that the strategy for teamwork approach to meet organizational goal in your organization is very effective?
 (a) Strongly effective							
(b) Effective  						
(c) Undecided 
(d) Ineffective  
(e) Strongly ineffective





(3) To identify the relationship between teamwork productivity and organizational growth in management of banks.
	Research Question Thirteen: What benefit accruing from teamwork in organization that might improve the performance of the banking industry? 

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Quick response to change
	
	
	
	
	

	(b)
	Reduction in cost
	
	
	
	
	

	(c)
	Production of quality goods and services
	
	
	
	
	

	(d)
	Increases psychological intimacy
	
	
	
	
	

	(e)
	Increasing integrated involvement
	
	
	
	
	



14. Do you agree that there is relationship between team-oriented approach to effective management and organizational performance? 
 (a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	
	Research Question Fifteen: How can teamwork increase growth performance in the banking industry?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Improving productivity
	
	
	
	
	

	(b)
	Improving quality and encouraging innovation
	
	
	
	
	

	(c)
	Taking advantage of the opportunities provided by technological advantages
	
	
	
	
	

	(d)
	Improving employed motivation and commitment
	
	
	
	
	

	(e)
	Providing a pooling of resources/bringing a range of complement of knowledge and expertise
	
	
	
	
	







	Research Question Sixteen: What good prospects does teamwork approach to performance management hold in Nigerian banking industry for survival? 

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Group deliberation and judgment
	
	
	
	
	

	(b)
	Coordination of plans & policies
	
	
	
	
	

	(c)
	Transgression and sharing of information
	
	
	
	
	

	(d)
	Motivation through participation
	
	
	
	
	

	(e)
	Combined opinion of members
	
	
	
	
	

	(f)
	Coordination of the department  
	
	
	
	
	

	(g)
	Security co-operation of staff
	
	
	
	
	

	(h)
	Manpower development
	
	
	
	
	



(4) To determine the extent to which level of acceptance of work team affects employees in productivity. 
17. The level of acceptance of team work approach among employees in the organizations is high? 
 (a) Strongly agree						
(b) Agree   				
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	

 18. The reduction of stress by a level of work team approach would improve productivity?  
 (a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	


19. The reduction of fraud by a level of work team approach would improve profitability?  
 (a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	



20. The reduction of wastages by a level of work team approach would improve productivity?  
(a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	

21. Do you agree that Information technology enhances effectiveness and efficiency of work team approach to banking team?
Level of Information Technology	           Effectiveness of IT on Work Team Approach 
 (a) Very high					(a) Strongly agree		
 (b) High					(b) Agree   					
(c) Neutral					(c) Undecided
(d) Low					(d) Disagree				
(e) Very low					(e) Strongly disagree



21b. Level of Information Technology	            Efficiency of IT on Work Team Approach 
 (a) Very high						(a) Strongly agree		
 (b) High						(b) Agree   					
(c) Neutral						(c) Undecided
(d) Low						(d) Disagree				
(e) Very low						(e) Strongly disagree


22. Resistance to team implementation often becomes less when organizations allow participation and involvement of employees 
(a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	

23. Do you agree that employees resist team work if they fear that they will not be able to develop the competencies required to be effective in the new situation? 
(a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	


24. Do you agree that employees would accept team implementation more if orientation, training and development programmes are done, before any organizational change? 
(a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	

(5)To ascertain the extent to which teamwork challenge affects organizational performance. 
	Research Question Twenty five: What are the challenges of effective and efficient teamwork approach that might hinder organizational survival?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	They are costly
	
	
	
	
	

	(b)
	Compromise
	
	
	
	
	

	(c)
	Risky-shift
	
	
	
	
	

	(d)
	Groupthink
	
	
	
	
	

	(e)
	Social loafing
	
	
	
	
	



 26. Is the management hindered by inability to cope with the challenges of teamwork approach in Nigerian banking sector? 
(a) Strongly agree						
(b) Agree   						
(c) Undecided 
(d) Disagree	
(e) Strongly disagree	



	Research Question Twenty seven: How can teamwork approach increase competitiveness in the management of organization?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Improving productivity
	
	
	
	
	

	(b)
	Improving employee motivation
	
	
	
	
	

	(c)
	Improving quality
	
	
	
	
	

	(d)
	Encouraging innovation
	
	
	
	
	

	(e)
	Be proactive rather than reactive
	
	
	
	
	



	Research Question Twenty eight: Why do individuals resist team implementation in the banking industry?

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Selective perception
	
	
	
	
	

	(b)
	Insecurity
	
	
	
	
	

	(c)
	Habit
	
	
	
	
	

	(d)
	Economic implication
	
	
	
	
	

	(e)
	Inconvenience or loss of freedom
	
	
	
	
	

	(f)
	Fear of the unknown
	
	
	
	
	



	Research Question Twenty nine: How best do you manage resistance to team spirit in the banking industry? 

	
	
	RESPONSES

	
	OPTIONS
	SA
	A
	U
	D
	SD

	(a)
	Education and communication 
	
	
	
	
	

	(b)
	Facilitation and support 
	
	
	
	
	

	(c)
	Negotiation and agreement
	
	
	
	
	

	(d)
	Participation and involvement
	
	
	
	
	

	(e)
	Manipulation and cooperation
	
	
	
	
	

	(f)
	Intimidation/ Force
	
	
	
	
	



30. To what extent do teams communicate? 
(a) Very Large extent						
(b) Large extent						
(c) Undecided 
(d) Little extent	
(e) Very little extent	
APPENDIX III

ORAL INTERVIEW SCHEDULE

(1) Have your organization been involved in team building or formation? 
(2) Do you presently have teams in your organization?
(3) Do your managers communicate to your employees? 
(4) Can you the state reason (s) for the formation of team in your organization?
(5) Would you say that teams in your organization have generally achieved the objective of setting them up?
(6) Can you state if the team work approach or strategies used were effective and efficient to meet organizational objectives? 
(7) What do you consider the reasons for resistance to team implementation in your organization?
(8) How would the problem for resistance to team implementation in your organization be solved?
(9) What are the approaches used by your organization to introduce team work?
(10) How would you rate the effectiveness of the use of teamwork approach in your organization? 
(11) Does teamwork approach increase productivity in your organizations? 
(12) How would you rate the relationship between employees’ participation and organizational performance?
(13) Would you say that teamwork approach holds good prospects in your organization, for survival?
(14) What are the challenges encountered while using teamwork approach to achieve objectives in your organization?
(15) Can you say that teamwork approach to performance management holds good prospects for sustenance and viability in your organization?
(16) Are the strategies for teamwork approach to performance management very effective in your organization?
(17) Is there significant relationship between team management and organizational performance?
(18) In what ways has team work affected your organization’s performance?
(19) Does information technology aid in having an effective and efficient team? 
(20) How do you think team work can help to reduce stress?



