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Introduction
In developing countries like Nigeria, employees 
are crucial assets for achieving certain 
organizational objectives and obtaining a major 
competitive edge over rivals in the market 
(Marjan, 2023). Every business's main goal is to 
improve overall performance, which may be 
accomplished via effective teamwork (Akinade 
& Obiekwe, 2023). Effective teams are essential 
to the accomplishment of business goals, value 
creation, development, and any organization's 
stated and emerging goals and objectives 
(Obiekwe, Mobolade & Akinade, 2021). 
Teamwork is the capacity to cooperate in order to 
achieve a shared goal. Teamwork is crucial for 
organizations, particularly in today's fiercely 
competitive environment. Research indicates 
that businesses that prioritize cooperation are 
more innovative, recognize errors more rapidly, 
solve issues more effectively, and produce more. 
Te amwork  i s  one  of  t he  most  c r uc i a l 
charac ter i s t i c s  t hat  improve  workers ' 
performance at work (Marjan, 2023). Employee 
performance oen depends on team members 
interacting with one another as they pool their 
talents, expertise, and experience to achieve a 

shared objective. e majority of people concur 
that teamwork is a strong and efficient method of 
achieving challenging objectives by enlisting the 
ass is tance  of  many others .  Indiv idua l 
performance suffers when people with 
comparable duties do not cooperate or support 
one another (Paula, Michela & Antonino, 2011). 
Employee performance is an important factor in 
many businesses, particularly in the twenty-first 
century and the new age of technological growth. 
erefore, for any business to remain profitable 
or relevant, employee performance is essential. 
e performance of many businesses cannot 
break even if individual expertise is not applied 
to industry improvement, even as investment in 
the development of human capital becomes 
more necessary over time. However, in order to 
maximize individual potential via collaboration, 
individuals must work in groups rather than 
alone. is is because collaboration requires 
employees to share knowledge, collaborate, face 
differences, and put aside personal interests for 
the sake of the group as a whole. Employee 
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Abstract

is study is centred on the prevalent contemporary issue of teamwork and organizational performance of 
higher institution in Nigeria. It used a descriptive research design and primary source of data 
(Questionnaire) was used to gather data from 307 sampled respondents. e study used descriptive 
methods and inferential statistical analytical technique to determine the reliability and predictive prowess 
of the model in enhancing judgment of acceptance or rejection of the null hypothesis using a panel least 
square regression method. e inferential statistics required the use of the Variance Inflation Factors test, 
Breusch-Godfrey HeteroskEdasticity test and the White Heteroskedasticity test, Eigenvalue of collinearity 
test was conducted, and ordinary least square regression is used to test the hypothesis with the aid of the P-
Value or significant value at 5% critical value. e result shows that company team leadership, mutual 
trust, team communication, have positive association and significant impact on organizational 
performance with coefficient value of 0.0134, 0.160, 0.134 and P-value or significant value of 0.013, 0.023, 
0.037 respectively. Team orientation determines organizational performance but the association negative 
with coefficient value of -0.140 and P-value of 0.049. team adaptation has a direct relationship but an 
insignificant impact on organizational performance with coefficient value of +0.095 and a P-value of 0.181. 
is study a recommends that institutions of higher learning in Nigeria should ensure effective team 
communication devoid of barriers such as miss-information, poor methods of communication, 
information overload, diversity barriers (cultural differences) and lack of clarity.
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performance is an extension of their own 
performance. It is the result of each person's 
special skills, aptitudes, and well-directed efforts 
tow ard  t he  c omp any ' s  obj e c t ive s .  An 
organization's large-scale performance task-
accomplishment strategy is thus crucial to its 
continued existence. Individual employees are 
made to fit in with global business trends so that 
businesses can run smoothly. However, in order 
to maximize human potential via collaboration, 
there has been a movement from working alone 
to working in groups. is change necessitates 
collaboration, information sharing, and putting 
aside individual interests in favor of the group's 
overall welfare, which fosters teamwork. 
Teamwork is required to guarantee democracy in 
the workplace, promote change, foster creativity 
and invention, and facilitate effective networking 
and decision-making. 

e core of teamwork is forming groups with the 
assumption that they will work together to 
achieve corporate objectives. What makes a 
company successful is its capacity to bring 
together a creative team and use their expertise 
to further the business's goals. Both basic and 
complicated tasks need teamwork to be 
completed. Cooperative enterprises are highly 
dependent on one other. Interaction among team 
members is frequently essential to good 
performance because it enables them to combine 
their knowledge, skills, and experience to 
achieve a common goal. Managing a team is a 
major responsibility for many firms. Managing a 
team is  a  huge responsibi l ity  in many 
organizations. Members' conflicts of interest, 
criticism, distrust, and poor communication 
may all hinder the team's ability to do its job. 
Some team members may provide unfair and 
harmful comments and be very critical of others. 
In the absence of constructive resolution, 
c on fl i c t s  m ay  e s c a l a t e  i nt o  v i o l e n c e . 
Furthermore, a lack of trust may lead to conflict 
and misunderstandings ,  which hinder 
collaboration. In light of the aforementioned, the 
research intends to evaluate the impact of 
cooperation on employee performance in a 
subset of Nigerian higher education institutions. 

e overall objective of this study is to examine 
the effect of teamwork on organizational 
performance in selected institutions of higher 
learning in Nigeria.
e specific objectives of this work are to:

i. Determine the effect of team leadership
on organizational performance in selected
institutions of higher learning in Nigeria;

ii. Assess the effect of mutual trust on
organizational performance in selected

institutions of higher learning in Nigeria;
iii. Examine the effect of team orientation

on organizational performance in selected
institutions of higher learning in Nigeria;

iv. A s c e r t a i n  t h e  e ff e c t  o f  t e a m
communicat ion on organizat ional
performance in selected institutions of
higher learning in Nigeria; and

v. Assess the effect of team adaptability on
organizational performance in selected
institutions of higher learning in Nigeria.

e following hypotheses have been formulated 
to guide the study and      provide answers to 
the research questions.
i. Team leadership has no significant

relationship on organizational
performance in selected institutions of
higher learning.

ii. Mutual trust does not influence
organizational performance in selected
institutions of higher learning in Nigeria.

iii. Team orientation has no significant
relationship on organizational
performance in selected institutions of
higher learning Nigeria.

iv. Team communication has no
influence on organizational performance
in selected institutions of higher learning
Nigeria.

v. Team adaptability has no significant
influence on organizational performance
in selected institutions of higher learning
Nigeria

Literature Review
"Team building" is the process of creating an 
atmosphere that recognizes and promotes team 
members' efforts. is is an endeavor in which a 
group evaluates its existing level of collaboration 
and works to improve the environment. 
Employees focus their efforts on problem-solving, 
completing tasks promptly, and using all available 
resources in order to meet the team's goals. 
Participating in a variety of activities to enhance a 
work group's performance and efficacy is known 
as team building. It takes a lot of skill analysis and 
observation to create a strong and effective team. 
Team building seeks to boost individual and group 
productivity by accomplishing corporate goals. 
Businesses oen seek to combine lower-level staff 
and senior management to boost productivity and 
profitability. e "team building" philosophy of job 
design views each employee as a member of 
interdependent teams rather than as an individual 
worker at work. When an organization takes this 
approach to team development, it will provide 
employees opportunities to work together, 
communicate honestly, and share their expertise 
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(Akinade, 2023). According to Obiekwe et al. 
(2021), "team building" is an activity in which a 
group of people examines how they collaborate 
and takes steps to establish an environment that 
values and encourages the contributions of all 
group members. According to Chinyere (2020), 
team building is an intervention technique that 
aims to improve amicable relationships and define 
members' responsibilities, including performing 
tasks and resolving interpersonal issues that can 
impair the group's capacity to work as a unit. 
Originally, team building was considered a group 
intervention aimed at enhancing mutual 
connection and social collaboration. However, 
throughout time, it evolved into a tool for 
accomplishing assignments, achieving objectives, 
and generating results within a company. 
erefore, team management is a potentially 
lucrative activity that requires cautious and 
knowledgeable handling, according to Master of 
Business Administration (2015). Few companies 
have used methodical team-building techniques. 
For this plan to be successful, unit managers who 
are dedicated to the change must completely 
support it. Assembling a team is similar to putting 
together a sports team, where talented individuals 
practice individually and are expected to function 
as a cohesive one. According to Fapohunda (2013), 
a team is composed of people who work together 
to accomplish a shared objective. e term "team 
building" describes the process of helping a group 
of individuals reach their objectives. It includes 
steps like outlining the team's objectives, 
determining the obstacles in the way of achieving 
them, resolving difficulties that are found, and 
helping the team realize its goals. Collaboration in 
the context of an organization refers to the 
cooperative integration of inputs and resources in 
order to achieve organizational goals. In this 
environment, each worker is assigned a specific 
task, issues are handled fairly, and little steps 
toward improvement are constantly pursued. to be 
characterized as a small group of individuals that 
embrace mutual responsibility, have a set of 
performance objectives, and a shared purpose. It is 
said that teams should be of a manageable size and 
that each member should be dedicated to assisting 
the group in reaching its own objectives. e 
members of the team must also acknowledge that 
they share responsibility for their acts as well as the 
results of those activities. Building a team requires 
the presence of two fundamental skills. e first 
step is to identify the issues that are relevant, and 
the second is to address those concerns in a 
methodical and suitable manner. Depending on 
the team's size and composition, there are several 
approaches to team building. For instance, when 
the team's composition is oen altered, the focus is 
on assisting individuals in gaining the abilities 

required to contribute effectively to the team. 
Additionally, it aims to adapt the individual's 
abilities and capabilities for working in a team or 
with several teams. On the other hand, in 
situations like management teams, when the 
group's composition is mostly fixed, the focus is on 
attempting to improve the relationships among 
team members. 

e Concept Organization Performance 
Organizational performance is the degree to 
which an organization accomplishes its goals and 
objectives. It evaluates how well a business 
employs both human and non-human resources 
to accomplish its objectives and provide value for 
its stakeholders. Numerous metrics, such as 
financial ones, customer happiness, staff 
participation, productivity, innovation, and 
environmental impact, may be used to gauge a 
company's performance. varying stakeholders 
may place varying emphasis on different measures 
and have different views on what constitutes 
organizational success, depending on their 
particular goals and areas of interest. e life and 
success of an organization depend heavily on its 
capacity to operate. Businesses may accomplish 
their goals, keep their competitive edge, and 
provide value for their stakeholders by tracking 
and improving organizational performance 
(Rachna et al., 2023). 

eoretical Review
According to Muogbo (2013), resource-based 
theory is founded on the idea that a firm's 
competitive advantage originates from its internal 
resources rather than from how it positions itself 
in the external environment. e Resource-Based 
View (RBV) is another name for the Resource-
Based eory. According to Barney (1995), 
competitive advantage is dependent on a firm's 
distinct resources and competencies rather than 
only assessing environmental possibilities and 
dangers while doing business. According to 
Ainuddin et al. (2007), the resource-based view 
(RBV) of the company forecasts that certain 
resources that companies possess and manage 
have the potential to provide improved firm 
performance and a competitive advantage. e 
uniqueness of an organization's skills explains its 
competitive advantage and better performance 
(Johnson, Scholes & Whittington, 2008). Applying 
a variety of valued physical or intangible resources 
at the firm's disposal is the main way that the 
resource-based view (RBV) bases a company's 
competitive advantage (Wernerfelt, 1995). From a 
strategic standpoint, Olanipekun et al. (2015) 
contend that these resources must be diverse and 
not entirely mobile in order to convert a short-
term competitive advantage into a long-term one. 
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is results in valuable resources that need a lot of 
work to replace or completely imitate (Barney, 
1991). According to the resource-based approach, 
the key factors that contribute to a company's 
competitive advantage and better performance in 
strategic management are primarily linked to the 
qualities of its resources and skills, which are 
valuable and expensive to replicate (Barney, 1986, 
1991).

Methodology
is study examines teamwork and organizational 
performance in selected institution of higher 
learning in Nigeria, a case study of NICTM, Edo 
Central, Auchi Polytechnic, Edo North, and Usen 
Polytechnic, Edo South, Nigeria. is study 
employed descriptive research to examine the 
e l e me nt s  t hat  i n flu e nc e  te amwork  and 
organizational performance selected Polytechnic 
institutions. A descriptive survey was best suited 
to determine whether there was a strong enough 
link or relationship between the variables. 
Data from teamwork were obtained from three 
different higher educational institutions in Edo 
State, using the questionnaire method as a data 
collection technique. e three institutions 
located across the Edo State senatorial district 
considered are:

i. Edo South is Usen Polytechnic;
ii. Edo Central is National Institution of

C o n s t r u c t i o n  Te c h n o l o g y  a n d
Management, Uromi (NICTM).

iii. Edo North, Auchi Polytechnic, Auchi
e population of staff (Academic and Non-
Academic) in the selected institutions was 1,313, 
which was distr ibuted as  fol lows:  Usen 
Polytechnic - 269, NICTM – 208, Auchi 
Polytechnic – 836 (Registry in each institution, 
2024; Federal Ministry of Education, 2024).
e study employed simple random sampling to 
pick samples from each of the three tertiary 
institutions that served as the study's sample. A 
sample of 385 respondents will be chosen for the 
study using Taro Yamine (1967).. e calculation 
of the sample size is as follows:,

e questionnaire for this study will be distributed 
using the sample frame mentioned above. 
erefore, at the Usen Polytechnic, 49 at NICTM, 
and 195 at Auchi Polytechnic, 63 questionnaires 
would be distributed using the Random Sampling 
Technique. e instrument used to collect the data 
will be the questionnaire. e questionnaire, 
which includes parts A and B, is straightforward, 
succinct, and clear. While Section B asks about the 
study's variables, Section A asks about credentials, 
marital status, work experience, and other things.

Model Speci�cation
Onoriode and Samuel (2023) econometric 
model will be adapted and modified for this 
investigation in the manner described below.

OP=ƒ(LS, TT)
OP = α  + ß LS+ ß TT+ Ut  o 1 2

(1)
Where:
OP = Organisational Performance
LS = Leadership Structure
TT = Leadership Team Trust
α = constant
β = co-efficient of the independent variables
U = error term
e model of Onoriode and Samuel (2023) 
is adapted for this study and expressed in its 
mathematical form as follows:
OP = ß  + ß TLEAD+ ß MTRUST + o 1 2

ß TORIENT + ß TCOMM+ ß TADAPT+εi;.        3 4 5

(ii)
Where:
OP= Organizational Performance of 
institutions of higher learning in Nigeria 
(dependent variable)
TLEAD = Team Leadership (Independent 
Variable)
MTRUST = Mutual Trust (Independent 
Variable)
TORIENT = Team Orientation 
(Independent Variable)
TCOMM= Team Communication 
(Independent Variable)
TADAPT= Team Adaptation
ε= error term
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ß constant termo= 

ß  ß coefficient1- 5= 

t = time covered in this study (2023)
ß  ß1- 5>0

To achieve the study's goal, correlation and 
regression analysis were utilized to test the 
hypothesis and offer answers to the research's 
queries. is was done in order to appropriately 
analyze the data supplied during the study process.

Data Presentation and Analysis
Ta b l e  2 :   e  N u m b e r  o f  D i s t r i b u t e d 
Questionnaires and the Questionnaires Returned

e table above depict that 98% of distributed 
questionnaires were retrieved while 2% were not 
retrieved.

Table 3: Examination of Responses on the Effect of 
Team Leadership on Organizational Performance in 
Nigerian Institutions of Higher Learning

Employee ownership and responsibility for work 
ranks first with a mean score of 2.43, according to 
Table 3 above; team leadership increases self-
capability, which lowers the attrition rate of 
individuals in leadership positions; team spirit 
effectively fosters a collaborative and inclusive 
work environment; and the team leader effectively 
assigns tasks and responsibilities, ensuring that 
each team member's strengths are utilized. ese 
scores place the team leader in second, third, and 
fourth place, respectively.

Table 4: Examination of responses on the effect of 
mutual trust on organizational performance in 
Nigerian institutions of higher learning?

According to Table 4 above, trust among 
coworkers has a posit ive impact on the 
organization's overall performance and success, 
ranking first with a mean score of 4.1367; it also 
allows employees to develop their skills, 
competencies, and talents; transparency can 
increase customer trust, patronage, and loyalty; 
and it has a significant impact on employees' 
flexibility and organizational productivity, 
ranking second, third, and fourth, respectively, 
with mean scores of 2.9567, 2.7433, and 2.5233. 
is suggests that organizations should make sure 
that initiatives that put employee trust first are 
implemented. 

Table 5: Examination of responses of team 
orientation effect on organizational performance in 
Nigerian institutions of higher learning?

According to Table 5 above, cultivating a culture 
that values teamwork has a major impact on your 
organization's overall performance and success. 
ere is a degree of cohesiveness and unity within 
your team when working on tasks or projects; your 
team members value and support each other's 
contributions and ideas; and your team engages in 
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open and constructive discussions to address 
challenges and find solutions together (mean 
scores of 4.1167, 4.09, and 4.04, respectively, 
ranking 2nd, 3rd, and 4th). Low staff morale 
causes emotional stress by ranking first with a 
mean score of 4.15. It suggests that since team-
oriented culture is so important, higher education 
institutions should make sure it is a significant 
component of their strategic plans.

Table 6: Examination of responses of team 
c ommuni c ati on in�u enc es  org anizati ona l 
performance in Nigerian institutions of higher 
learning?

Ac c o r d i n g  t o  Ta b l e  6  a b ov e ,  e ff e c t i v e 
communication has a significant impact on 
employees'  flexibility and organizational 
productivity, ranking first with a mean score of 
2.0567; good communication channels increase 
employee loyalty; feedback mechanisms are one of 
the most effective ways to build employee capacity; 
and effective communication helps employees 
develop their skills, competencies, and talents, 
ranking second, third, and fourth, respectively, 
with mean scores of 2.04, 2.02, and 1.9967. 

Table 7: Examination of Responses of Team 
Adaptability Effect on Organizational Performance 
in Nigerian Institutions of Higher Learning

As demonstrated in Table 6 above, teams that 
review and update their processes to ensure 
efficienc y  and effect iveness  in  dynamic 
environments rank first with a mean score of 

1.9233; teams that embrace new ideas and 
approaches when faced with unforeseen 
challenges; teams that adjust their strategies and 
priorities in response to shiing organizational 
goals or market conditions; and teams that are able 
to adapt to change have a significant impact on 
their overall performance and success, ranking 
second, third, and fourth, respectively, with mean 
scores of 1.9133, 1.8533, and 1.8267.

e respondents agree that the organizational 
performance of Nigerian higher education 
institutions is comparatively high, as seen by the 
mean and median organizational performance 
(OP) values of these institutions, which are 2.48 
and 2.5, respectively. Since the kurtosis value of 
0.597 is less than the benchmark of 3, it indicates 
that a distribution is likely to be platykurtic, or 
short-tailed, and free of extreme values or outliers. 
Since the skewness value of -0.482 lies between -
0.5 and 0.5, which indicates an essentially 
symmetric answer, the skewness value of 0.482 
indicates a positive skewness, indicating unequal 
responses from respondents. e mean team 
leadership (TLEAD) score is 2.2167, indicating 
that most respondents agree that team leadership 
has an impact on the organizational performance 
of Nigerian higher education institutions. A short-
tailed distribution or a platykurtic distribution 
that is negatively skewed and asymmetric in 
response is indicated by the kurtosis value of 0.675 
and the skewedness value of 0.076 for TLEAD. 
According to the Mutual Trust (MTRUST) mean 
and median values of 2.475 and 2.5, respondents 
generally agree that team member trust affects the 
organizational performance of Nigerian higher 
education. A short-tailed distribution with relative 
fluctuating values is indicated by the kurtosis 
coefficients of 0.447 and a skewedness value of 
0.395. Because the kurtosis is less than 3, the 
distribution is likely platykurtic. With an average 
and median score of 2.2808 and 2.25, respectively, 
the Task Orientation (TORIENT) survey indicates 
that respondents generally agree that task-
oriented teams have an influence on the 
organizational performance of Nigerian higher 
education institutions. A platykurtic distribution, 
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which is short-tailed, is indicated by a skewness 
value of 0.36 and a kurtosis value of 1.009, both of 
which point to an asymmetric response. 
According to Team Communication (TCOMM), 
which has a mean score of 2.1692 and a median 
score of 2.25, respondents generally agree that 
effective team communication affects the 
organizational performance of Nigerian higher 
education institutions. Based on an asymmetric 
distribution, the short-tailed distribution is 
platykurtic, as shown by the skewedness 
coefficient of -0.186 and kurtosis of 0.056. e 
respondents generally strongly agree that team 
adaptation affects the organizational performance 
of Nigerian higher education institutions, as 
shown by the mean and median team adaptation 
values of 1.8792 and 1.8833, respectively. e 
asymmetrically distributed reactions are inhibited 
by the platykurtic curve, as shown by the skewness 
value of -0.186 and the kurtosis value of 0.375. We 
performed correlation analysis using the Pearson 
product moment correlation technique in an effort 
to investigate the link between the variables 
employed in the research. e table below displays 
the findings. 

Table 9 above shows the interconnectedness of the 
factors. When a variable's correlation coefficient 
with itself is 1.000, it means that there is no 
multicollinearity between the variables, meaning 
that the issue of one independent variable 
predicting another is resolved. e following is an 
expression of the relationship or correlation 
between the exogeneous factors and the 
e n d o g e n o u s  v a r i a b l e  ( o r g a n i z a t i o n a l 
performance): e organizational effectiveness of 
Nigerian higher education institutions is 
negatively correlated with team orientation, an 
independent variable with a Pearson product 
correlation value of -0.108. Nonetheless, with 
correlation values of 0.150, 0.136, 0.142, and 0.114, 
respectively, team leadership, mutual trust, team 
communication, and team adaptability show a 
favourable link with organizational performance 
of Nigerian higher education institutions. 

Team leadership (TLEAD), mutual trust 
(MTRUST), team orientation (TORIENT), team 
communication (TCOMM), and team adaptation 
(TADAPT) all have variance inflation factor values 
of 1.019, 1.010, 1.002, 1.023, and 1.028, 
respectively. Values less than 5 indicate that there is 
no multicollinearity issue, meaning that the 
variance of a given independent variable is not 
influenced by correlation with other independent 
variables in the econometrics model. One of them 
is the Durbin Watson test for a regression model's 
autocorrelation. If the value falls between 1.5 and 
2.5, autocorrelation is not evident. By determining 
whether or not the independent variable 
sufficiently explains the dependent variable while 
keeping the remaining variance constant, the 
heteroskedasticity test proves the correctness of 
the model. e null hypothesis that a set of 
residuals shows no conditional heteroskedasticity 
i s  e v a lu at e d  u s i n g  t h e  Wh i t e  Te s t  f or 
Heteroskedasticity and the Breusch-Pagan Test for 
Heteroskedasticity. In order to predict future 
volatility, time series volatility is also analyzed 
using the White and Breusch-Pagan tests for 
heteroskedasticity. It is implied that the model is 
homoscedastic rather than heteroskedastic if the 
P-value is higher than 0.05.

ere is no autocorrelation and the model is 
homoscedastic, meaning that the explanatory 
variables can reliably explain the dependent 
variables without affecting the residuals, 
according to the Durbin Watson test for 
autocorrelation of 1.712, which falls between the 
1.5 and 2.5 threshold; the Breusch Pagan Test for 
Heteroskedasticity and White Heteroskedasticity 
test, with P-values of 0.315 and 0.357, respectively, 
are greater than the 0.05 level of significance. 
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e autocorrelation is within the normal range, 
which promotes co-integration and strengthens 
the association between the dependent and 
exogenous variables, according to the Durbin-
Watson (DW) statistics of 1.712, which fall 
between 1.5 and 2.5. Additionally, the DW finding 
suggests that the model is unlikely to exhibit 
stochastic dependency across consecutive units of 
the error term. Heteroskedasticity, which indicates 
how well the explanatory variable explains the 
dependent variable and the variance of the 
unexplained portion remains constant or the 
standard error is constant, is controlled for in the 
model by using the standard error values of 0.054, 
0.070, 0.071, 0.064, and 0.071 with regard to team 
leadership, mutual trust, team orientation, team 
communication, and team adaptation. e 
independent variable's explained variance on the 
dependent variable's variance is shown by the 
eigenvalue. Since a model is better if its Eigen value 
is greater than zero, a value of 5.7040 indicates that 
there is no multicollinearity, meaning that 
independent variables can explain the dependent 
variable of organizational performance in 
Nigerian higher education institutions while the 
unexplained part of the model stays constant. is 
is corroborated by the R-squared value of 67.60%, 
which also illustrates the percentage of change in 
the independent variables of team leadership, 
team mutual trust, team orientation, team 
communication, and team adaptation that results 
in a change in the dependent variable (the 
organizational performance of Nigerian higher 
education institutions). Additionally, when the 
alternative hypothesis is accepted and the P-value 
is below the crucial value of the 0.05 threshold of 
significance, the null hypothesis will be rejected in 
order to draw deductive inference. 

Test of Hypothesis 1: Team leadership has no 
significant relationship on organizational 
performance in Nigerian institutions of higher 
learning.

However, employee's team leadership (TLEAD) 
has a positive association with a significant impact 
on organisational performance with coefficient 

values of 0.134 and P-value of 0.013 which is less 
than 5% level of significance. Due to this the null 
hypothesis (1) which states that team leadership 
does not have significant impact on organisational 
performance in Nigeria institution of higher 
learning is rejected and the alternative hypothesis is 
accepted implying that team leadership style of 
organisational operation is efficient for effective 
organizational performance.

Test of hypothesis2: Mutual trust does not 
influence organizational performance in 
Nigerian institutions of higher learning. 
e coefficient value and P-value of 0.0 160 and 
0.023 implies that mutual trust among team 
members  has  a  direc t  re lat ionship with 
organisational performance of Nigeria higher 
learning institutions and its impact is significant. It 
means that the null hypothesis 2 is rejected and the 
alternative hypothesis is accepted at 0.05 critical 
value. 

Test of Hypothesis3: Team orientation has no 
significant relationship on organizational 
performance in Nigerian institutions of higher 
learning.
 Task oriented teams exhibited a inverse 
relationship with organisational performance of 
institution of higher learning in Nigeria with a 
coefficient value of -0.140 and the impact of the 
activities of task oriented team is significant on the 
performance these institutions of higher learning 
in Nigeria exerted evidence with the P-value of 
0.049 that is greater than the critical value of 0.05. 
therefore, the null hypothesis (3) is accepted and 
the alternative hypothesis rejected.

Test of Hypothesis4: Team communication has 
no influence on organizational performance in 
Nigerian institutions of higher learning.
e coefficient value of 0.134 and P-value of 0.037 
indicates that team communication (TCOMM) has 
a positive association and a significant impact on 
organisational performance of Nigeria institutions 
of higher learning in Nigeria. erefore, the null 
hypothesis (4) is rejected and the alternative 
hypothesis is accepted indicating that effective 
team communication significantly impacts on 
organisational performance of higher learning 
institutions in Nigeria.

Test of Hypothesis5: Team adaptability has no 
s ignificant  influence on organizat ional 
performance in Nigerian institutions of higher 
learning
However, team adaptability has a direct association 
but the impact on organisational performance of 
Nigeria higher institutions does not have a 
significant impact on organisational performance 
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as exhibited by the coefficient value of 0.095 and a 
P-value of 0.181 at 5% significance level. Due to this
the null hypothesis (5) is accepted that adaptability
of teams does not determine the level of
performance of institution of higher learning in
Nigeria. It implies adaptation of teams within the
workplace in Nigeria tertiary institution does
impact entities' level of performance.

Discussion of Findings
e study's findings support the alternative 
hypothesis  that  team leadership  affects 
organizational performance by demonstrating 
that it significantly and favorably affects the 
organizational performance of Nigerian higher 
education institutions. is is consistent with the 
re s e arch  on  " c o l l ab or at ive  i mp a c t s  on 
organizational performance" by Mohsin and 
James (2019), which demonstrates a favorable 
correlation and a noteworthy influence of team 
leadership development among workers on 
organizational performance in a Kenyan tile and 
carpet facility. e findings of Angana & Ongeti 
(2023), on the other hand, show an inverse link 
that  emphasizes  the  impact  of  team or 
collaborative leadership on performance for 
Kenyan insurance businesses. e null hypothesis, 
which states explicitly that mutual trust among 
team members has no effect on the organizational 
performance of Nigerian institutions of higher 
learning, is rejected by the study, which shows that 
mutual trust among team members has a positive 
associat ion and a s ignificant impact  on 
organizational performance. ese results also 
align with Marjan's (2021) research on "the impact 
of effective teamwork on employee performance of 
t h e  In d o n e s i a  b a n k i n g  s e c t o r, "  w h i c h 
demonstrates a clear correlation between 
employee performance and effective teamwork 
rust. 
e study's findings also show that team 
or ientat ion has  a  s ignificant  impact  on 
organizational performance in Nigerian higher 
education institutions, indicating that the 
alternative hypothesis is accepted. is is further 
supported by a study on "team effectiveness" by 
Rachna et al. (2023), which highlighted how 
teamwork orientation's offshoots—purpose, 
objective, and responsibility—have a significant 
impact on performance in India's information 
technology sector. is view was supported by 
research by Akintayo et al. (2020) that found a 
direct correlation between collaborative approach 
and organizational productivity at the National 
Control Center in Osogbo, Osun state, Nigeria. 
e alternative hypothesis that good team 
communication has a direct, substantial influence 
on organizational productivity is likewise 
supported by the study's findings showing team 

communication has a direct link and a major 
impact on organizational performance. e 
Hussain (2020) study on the "impact of effective 
communication on organizational performance 
with moderating role of organizational culture of 
Is lamabad informat ion technolog y  and 
telecommunication sector" predicts the same 
conclusion, showing that effective communication 
significantly affects organizational performance. 
Marjan (2021) also stressed this stance. Last but 
not least, the study's results show that team 
adaptability and organizational performance are 
directly correlated, but that the impact of an 
adaptable team is negligible. is is in contrast to 
Wambui and Maina's (2022) study, which found 
that organizational adaptability and the 
performance of a large retail chain store in Kenya 
are significantly impacted by adaptability. 

Conclusion 
e need to evaluate the teamwork dynamics 
impact on organizational performance of 
institutions of higher learning in Nigeria, needs to 
be emphasized. e study evaluated the impact of 
teamwork factors of team leadership, mutual trust, 
team orientation, team communication, team 
adaptation on organizational performance which 
is anchored on the study of Onoriode and Samuel 
(2023) investigated leadership structure and team 
trust impact on organizational performance of 
manufacturing companies in the Niger Delta 
region of Nigeria. e study used primary source 
through the instrument of  a  structured 
questionnaires to gather data from respondents 
from conveniently three institutions of higher 
learning in Edo state, Nigeria within the period of 
2023. e respondents are conveniently selected 
the institutions of higher learning within the three 
geopolitical zones in Edo state, Nigeria that are 
relevant to the study. e question is structured 
into two parts to enhance characterization analysis 
and enhance statistical inference through the use 
of questionnaires. e study has a single 
dependent variable that is organizational 
performance in selected institutions of higher 
learning in Nigeria and critical questions relevant 
for the study were asked with utmost simplicity 
and validated syntax in questionnaires that 
enhances comprehension of respondents to 
render the required responses that engineers 
empirical inference. e exogeneous variables are 
five that include team leadership, mutual trust, 
team orientation, team communication and team 
adaptation.  e study carried out a questionnaires 
analysis of responses to each question with respect 
to hypotheses which preclude the qualitative 
characterization of the respondents. Descriptive 
analysis, Pearson product moment correlation, 
diagnostic and reliability test were executed to 
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enhance statistical judgment. e least square 
regression analysis was used as a basis of accepting 
or reject the null hypothesis aer conducting 
multicollinearity test, variable inflation factor test 
and Breusch-Pagan test for heteroskedasticity and 
White test for heteroskedasticity which revealed 
that the model for the regression estimate can be 
relied upon. e Durbin Watson test for serial 
correlation was conducted to ascertain if variance 
of the independent variables create the needed 
variance in the dependent variables. e 
Eigenvalue that also indicates the explained 
variance of the independent variable on the 
variance of dependent variable was also carried 
out.  However, the null hypothesis will be accepted 
if the P-value calculated from the SPSS-27 soware 
is less than 0.05 level of significance. e table 4.17 
shows the result from the least square regression 
analysis. 

Furthermore, based on the evidence from the 
empirical analysis and findings of the study, the 
preceding recommendation are made: 

i. e study recommends that institutions
of higher learning in Nigeria should
employ innovative self-managing systems
or team structure task-oriented systems
with clear goals that encourages healthy
competition with commensurate benefits
that  dr ives  effect ive and efficient
performance.

ii. e study a lso  recommends  that
organizations should employ team
leadership structure that encompasses the
following qualities: clear vision, strong
ethics, empathy, technical competence of
t e a m  m e m b e r s ,  t e a m  l e a d e r
demonstrat ing integr ity,  show of
commit ment ,  ac t ing  obj e c t ive ly,
embracing challenges and earning trust of
team members. ese qualities should be
strategically enshrined in the culture of
organizations to enhance performance.

iii. e study recommends that policy
makers in tertiary institution should
always create adaptable teamwork
structure with the knowledge of work
ergonomics. is will ensure that each
team are within their area of specialty and
wil l  easi ly adapt with changes or
opportunities as global requirement for
task changes rapidly which enhances
productivity and efficiency.

iv. is study also recommends that
institutions of higher learning in Nigeria
s h o u l d  e n s u r e  e ff e c t i v e  t e a m
communication devoid of barriers such as
miss-information, poor methods of
communication, information overload,

diversity barriers (cultural differences) 
and lack of clarity. ese barriers can be 
o v e r c o m e  t h r o u g h  e ffi c i e n t
c o m m u n i c a t i o n  s y s t e m  b y
communicating openly, engaging in team
interest activities, sharing of accolades
among team members, creating a trust
culture among team members and
ensuring inclusiveness by creating an
atmosphere team task ownership.

v. e study recommends that higher
learning institution stakeholders should
adopt the principle of setting realistic
expectations, creating psychological
safety net for team members, build team
members capacity regularly,  hold
meetings regularly with team members,
create incentive and celebrate milestones
achieve by the team and effective
communication with the team with high
level of empathy  openness will galvanize
mutual trust among team members which
enhances effect ive organizat ional
performance.
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