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ABSTRACT 

The performance of an organization is largely dependent on its greatest asset, 
its employees, in today's world, where rivalry and competition within organizations 
are fierce. One of the most significant factors influencing employee performance is 
how well the teamwork style fits the relationship between workers teamwork and 
organizational performance situational variables. As a result, the goal of this study is 
to examine the connection between employee performance and workplace teamwork. 
The study also attempted to evaluate respondents' perceptions of employee 
performance and interaction between other workers. The questionnaires were returned 
with statistics gathered from respondents, and they were acceptable for evaluation at 
Waha-Al-Khalil. 
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CHAPTER 1  
 
 

INTRODUCTION 

1.1  Introduction 

One of the most important factors that affect an employee's performance is how 

teamwork is to the relationship workers teamwork and organizational performance 

situational variables. In today's world, where rivalry and competition are highly 

competitive within organizations, how well an organization is performing is based on its 

greatest asset (its employees). This is typically a good move as the employee gains the 

necessary skills and is also able to attain the right working momentum asset at the 

relationship workers teamwork and organizational, (Gomez,2017) The term "teamwork" 

has been used in many different ways throughout history. It is not always about working 

in a large group but rather about a sense of belonging that creates a team environment 

(Farh,seo & Tesluk, 2012). In general, teamwork is a social and moral process of how a 

specific individual can be influences the organization so that aims can be reached. It was 

seen as a sophisticated moral teamwork among people. 

An organizations overall success or failure at that particular, specialized task 

depends significantly on the kind of collaborative approach it selects. Lapine and Crawford 

(2013) have debated the various aspects of teamwork, and since leaders are also involved 

because they are in charge of improving organizational performance, integrating 

employees and managers is a crucial aspect of teamwork. In order to attain maximum 

efficiency and increase employee performance, the nature and specifications of the 

organization are crucial when adopting the teamwork style. Teamwork has been used in 

these industries as a primary function since year, giving it a durable competitive edge 

(Talib, Rehman & Qureshi, 2013). And based on a number of studies, some specific styles 

may have showed a positive link due to the specifics of the case. On the other hand, other 

studies disagree that teamwork may have an impact on how well employees perform. 
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1.2  Problem Background 

It is without doubt that partnership has a significant impact on employee 

performance. The ability to generate a clear vision, for example, is one teamwork quality 

that affects goal fulfillment., comprehend company culture, concentrate on performance 

enhancement, and foster innovation (Gomez, 2017). In order to ensure a tight fit and 

balance between the characteristics of the relationship between the workers teamwork and 

organization performance situational variables and to the employees as well, it is important 

to study teamwork styles and contingency approaches. This will make them more satisfied 

with better performance. Teamwork is the capacity to cooperate with others in pursuit of a 

common goal. Experts can convey the idea of teamwork without difficulty since they 

frequently saw it as the behavior of workers working together to complete a larger goal or 

job (Hanaysha & Tahir, 2016; Outram et al.,2015). 

1.3  Problem Statement 

Today's organizations in Iraqi Kurdistan have a common collaboration style for 

managing the workplace and the idea of teamwork (roles/task/goals, interdependence of 

team members, integration of work, and shared accountability). This is one of the problems. 

The workers of an organization that lacks a strong sense of teamwork frequently fall short 

of meeting expectations and failing to accomplish the company's objectives. And also, 

ways to provide the greatest services to the peoples during the decals prose There are some 

enterprises that have teams but produce little to no output, which may be caused by a lack 

of collaboration in such organizations, it results in very bad performance and no 

improvement in the preforms (Abadi, & Riyanto 2021). Working in a team inspires people 

and promotes the growth of autonomy, which increases job satisfaction and reduces stress 

(Scott, 2018It results in very bad performance and no improvement in the product (Abadi, 

& Riyanto 2021). Working in a team inspires people and promotes the growth of autonomy, 

which increases job satisfaction and reduces stress (Scott, 2018).  
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1.4  Research Questions 

I. What is a worker's teamwork in the organization? 

II. What do we mean by organizational performance?   

III. What is the relationship between workers' teamwork and organizational 

performance?  

1.5  Research Objectives 

I. To examine the concept of teamwork. 

II. To identify the idea of organizational performance.  

III. To explore the relationship between workers teamwork and organizational 

performance. 

1.6  Scope of Study 

This study makes an effort to concentrate on the connection between ensure that 

team members and success of the organization. Determine the concepts of organizational 

performance and teamwork, and how these ideas affecting an organization communicates, 

gives instructions, and has an organizational structure, as well as how these ideas effect 

employee performance. The region of Kurdistan in northern Iraq will be the subject of this 

study. Surveying using a Likert scale will be utilized to gather data. The participants in this 

study are workers for the Waha-Al Kalil organization. Finally, because governmental 

organizations operate very differently from private organizations, this research will be 

restricted to the Kurdistan area and private organizations.  
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1.7  Significant of the Study 

The study's goal is to examine the connection between employee collaboration and 

organizational effectiveness. Additionally, this study will examine the validity of the earlier 

research's claim that contingent teamwork affects employee performance. When the study 

is finished, it will assist organizations in maintaining an efficient teamwork approach and 

align it with the reference document for people who require information on the subject. 

Additionally, it might help workforces decide whether it's better to work in teams or alone. 

In the end, this study will serve as a starting point for other academics who want to conduct 

research on a related topic. 

1.8  Conceptual Definition 

Teamwork has been precisely defined as a team of people working together to do 

a certain goal This skill has become established, and many large companies have developed 

specific tests to assess their employees' ability to work in teams or groups the ability to 

work in a team has become an essential skill that every worker must recognize in the 

workplace. The term or concept of teams has been useful in the development of human 

evolution for many centuries (Arbnor et all, 2014). As a result, it is a value bland vital 

concept in any professional or any evolving procedure. 

Teamwork is a detailed organizational methodology for evaluating a wide range of 

structures in every kind of businesses, including those who don’t work for money (Scott, 

2018). Conti and Kleiner (2013) discovered that teams provide more opportunities for 

involvement, challenges, and states of mind conducive to fulfillment. Some firms have 

begun to implement a strategy based on work performance balance in order to keep their 

staff productive and to emphasize the need of working as a cohesive unit to achieve the 

goal (Brandes, Leif, Frank, & Philipp 2009).  
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1.9  Organizational performance 

In transforming input into output.  It's important for the organization to employ 

inputs or resources in the proper way, where a small quantity of resources is engaged to 

obtain an optimal end or performance. Those organizations which can apply this process 

effectively can be counted as a performing organization (Shamsi, 2018). Organizational 

performance defined by (Antony, and Bhattacharyya 2010) as a performance of goods or 

services by its employees. Performance is also the amount or quality of items or services 

made available in the most profitable and effective manner by personnel. 

1.9.1 Teamwork 

(Cohen and Bailey 2017) define teamwork as a group of or more individuals who 

accomplish their tasks in a dependent manner, who are accountable for the results of their 

work, who perceive themselves as an intact social entity within a given organizational 

performance or who are perceived by others in the same way that they have been created 

to perform in one or more larger social systems, such as interaction and business units, and 

teams who are accountable for managing their interpersonal interactions.. Measurements 

of Performing   and coordinated teamwork can be as following: 

• The way they interact with each member for achieving the team’s common 

goals (Sales, Shuffler, & Thayer 2015). 

• TC is one of the indicators for effective innovation-related teams in 

organizations (Bedwell, and Lazzara 2015). 

• Teamwork members high effort and balanced work contributions can be one of 

the main measurements for OP.  



 

 6 

1.9.2 Organizational Performance 

Performance as a tool for evaluating the effectiveness and performance of 

individuals or groups of individuals at work. Performance also can be measured by 

evaluating an employee's output throughout a certain time period. Organizational 

performance can be measured in relation to the average employee's performance and doing 

their jobs effectively (Sharma & Singh, 2015).  performance is one of the key factors for 

organizations because it contributes significantly to the success of any corporation (Chen 

et al., 2017). According to Prathap, (2011), measurements for productivity of organizations 

can be listed as: 

• Quantity of work. 

• Punctuality. 

• Efficiency. 

1.10 Summary 

In conclusion, this chapter the background of the study had been explained, which 

is how workers teamwork effects on organizational performance. Furthermore, the 

relationship between workers team work and organizational performance   problems and 

the objectives to conduct this research have been identified. Also, the scope of study, 

conceptual and operational definitions has been stated. 
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CHAPTER 2  
 
 

LITERATURE REVIEW 

2.1  Introduction 

This chapter provides the disclosure of both independent variables (worker 

teamwork and organizational performance) based on previous research and theories. Then, 

in order to strengthen the purpose of the study, a number of pertinent literatures will be 

evaluated in this part. 

2.2  Teamwork 

The concept of teamwork refers to the gathering of an association or collection of 

opinions to collaborate on a project, solve problems, exchange ideas, settle arguments, and 

achieve a common goal. There really is no denying that teamwork has a significant effect 

on performance and (Mbinya, 2013). In agreement with Okeydokey, (2015), the concept 

of teams is precious and effective for facilitating the development progression in the 

corporation and improving worker performance.  

Basically, the core determination of working collaboratively by employees is to 

find the best way of promoting employee professional, performance, and employees’ 

competencies that meets the requirements of their work. As argued by Prendergast, (2019), 

two main components in the notion of teamwork that boosts team members' 

communication skills and increases their performance, which is interpersonal, and self-

management teamwork. Hertog, (2017) concluded in his research on successful teamwork, 

that the effective organization can be precisely described as successful teamwork is based 

on the synergy of all team members who create an environment in which everyone is ready 

to make their contribution to support and care to participate. 
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The Value of Teamwork is an effort to work collaboratively since working in 

groups is always more effective than working separately (individually). The value of 

collaboration can be best understood by a few factors. Because the whole is larger than the 

sum of the team's parts, it fosters teamwork. It fosters group collaboration since the lengthy 

project may be readily broken into smaller tasks. "It supports the structure to eliminate 

hierarchy" (flatter and leaner). 

Teamwork is a better way to work with a group if there is a possible leader on it. It 

was a well-known proverb that "friends never let the other friends down"; make a list of 

the friends who helped one another out when it was needed. Therefore, form a team first, 

and then assess how it is performing (Richard Branson 2017). However, not every team 

member should be a close friend; team members must be chosen based on their ability to 

contribute. the year 2002 (David V. Pynadath,) 

Teamwork used to be analyzed as employees worked together to achieve a common 

objective while maintaining in mind the well-being of the entire group rather than 

individual interests, and a team is built when individuals with a shared purpose come 

together, according to claims. Knowing that the effect of teamwork on performance is 

crucial because teamwork is considered by certain scholars to be one of the primary driving 

forces for enhancing a firm's performance, according to Chukwudi (2014), who together 

stated on the same platform that the impact of teamwork on employees' occupational 

performance has been a major research topic done by many academicians and practitioners 

in the previous years. 

The phrase refers to a group or collection of people who work together to achieve 

a common goal. collaboration is typically thought of as an excited collection of people 

coming together to accomplish a common goal. the achievement of a shared goal, For the 

purpose of completing a shared task, an organization's collaboration is developed and 

maintained. According to Sommer et al. (2015), working in a A key task at work is 

coordinating the actions of two or more individuals in a group to achieve common 

objectives. Organizations require the collaboration of two or more people in order to 

produce or construct a value, with the belief that this value may be more successfully 

attained if the individuals work together rather than independently (Sinambela, 2016). The 

world is so different now. 
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Due to the competitiveness of the world is and how no organization can achieve its 

goals and simultaneously maintain its competitive advantages if it doesn't value teamwork 

and prepare its employees to function as a team with one common interest, teamwork has 

been used in such sectors for years as a core competency leading to an ongoing competitive 

edge (Talib, Rehman & Qureshi, 2013). Teamwork has grown in importance as one of the 

most crucial methods of job organization in recent years. 

However, (Sheehan, 2010) during the qualitative match of cohesiveness with social 

group dynamics, led us to classify it as an interpersonal teamwork process throughout our 

assessment of teamwork processes. “Belbin’s Theory- This idea was developed to 

investigate how a team functions when working together for a common goal. It covers nine 

duties that each team should consider when operating as a unit. 

2.3  Organizational Performance 

All organizational actions, one survey found team-development to have the 

strongest outcome (versus financial methods) for improving organizational performance. 

The analysis found the team-development actions, including team building and team 

training improve both the team’s clinical performance and the team’s supervised personal 

railings. Targeted individual self-disclosure acts will also aid in team formation. That 

underlines the need of having precise objectives as well as individual and group targets  

Team members turn into interested in activity planning ways to define control. By 

describing proper results and tests of incremental success, teams will evaluate their 

progress. Use the performance management process that clearly defines measures and 

expectations individual team, and organizational level. (Yohn, D, L.,Feb. 2018) Some 

organizations negotiate the team contract with team and (state leaders) finace, then, is 

determined and measured in terms of various tasks. that project distorts when they are 

carried out without expected thinking of the organizational performance structure of this 

implementing organization. 
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While tasks are valuable to organizations, they must be seen as leading to overall 

long-term organizational performance. The serious next situation is to find ways address 

the issue while observing the needs of donors and a global business institution in terms of 

responsibility. This might include changing the concept of responsibility to allow a stronger 

emphasis on the sustainability of campaigns after the exit of donor. performance is the 

quantity and/or quality of the results of a person's work in an organization performing the 

primary task and function under the direction of norms, standards, operational procedures, 

criteria, and propositions that have already been assigned or put into practice in the 

organization; the categories of performance include effectiveness, efficiency, quality, 

punctuality, performance, and well-being. 

Asserted that employee performance is connected to workers who complete tasks 

and goals to the standards set by the business and who are evaluated based on how well 

they perform in comparison to those standards. In many firms, employees are assessed 

based on their performance using a rating system. 

Better employee performance is crucial for a healthy economy since it raises living 

conditions for workers, which increases pay, which in turn raises consumer spending 

because employee success is crucial for society as a whole. 

2.4  Teamwork coordination 

According to (Akmal, 2015), teamwork coordination is a collection of strategies, 

activities, and guidelines that managers lead in order to enhance the performance of the 

teams inside a particular business.TC depends on direct decisions and indirect delegation 

through a coordinating plan by managers on teams’ actions, own decisions, and 

performance. According to Robbins and Timothy (2008), when an organization of workers 

establish a particular team, their performance as a team can boost the business's 

profitability while being managed by managers.  
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2.4.1 Organizational performance 

According to Robbins and Timothy (2008), when a group of employees create a 

specific team, their performance as a team can increase the profitability of the company 

while still being overseen by managers. (Vrat, Sahay, & Sardana 2009). For an 

organizational perspective, performance refers to the amount and quantity of goods and 

services that an organization can offer, and produce for a certain time (Elms, 2010). Sickles 

and Zelenyuk (2019) saw the performance of the organization to get the results you want 

with a minimal investment of time, manpower, currency, and supplies. All the 

organizations out there are created to be fruitful. 

It is the essential measurement value of an organization's capability, cost-

effectiveness, and achievement (Moon, 2012According to Prathap (2011), the following 

variables are used to determine performance: the quantity and characteristics of a 

component manage, or potentially an entire system; the efficiency and effectiveness of the 

job; the workers' presence and presence at work; and the worker's outcomes. Performance 

in an organization cannot be achieved if the required manpower, especially top 

management is incompetent and ineffective (Easton, 2018). 

Management remains vital to driving the process wheel and performance strategies 

of any business. Fernando et al (2020) and Hosono (2020) believe that management is 

responsible for defining quality, policy, strategies, communication strategies in the 

organization, setting the goal, and Hosono (2020) adds that companies increase their results 

when top management has committed to communicating the importance of meeting 

customer requirements as well as legal and regulatory requirements and ensuring 

availability to the company. 

All of the above roles and responsibilities cannot be managed by management 

without employees equipped with competent, knowledge, and skills. Productivity analysis 

requires the consideration of certain predictor variables, including new and emerging 

technologies, capital investments, production level and quality, capacity utilization (in 

relation to existing equipment and structures), energy consumption, management skills, 

most importantly skills, efforts and knowledge, and the skill of the staff. 
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2.5  The relationship between workers teamwork and organizational 

performance 

According to Ebert et al. and Freibichler (2017), performance is measured by how 

well a company can fulfill its goals via cooperation and employee participation. 

Additionally, the knowledge that each team member has and applies to their degree of self-

demand and competitiveness is based on the accepted and mutual goals of the members.  

Many times, academics define an organization as a place where several people 

gather. collaborate to achieve a mutual purpose (Manzoor, Ullah, Hussain, & Ahmad 

2011). The concept of the organization goes directly to the concept of teamwork. Scholars 

have really no issue in defining PT because they frequently considered it as the workings 

done by employees in a group to attain a cumulative objective or assignment (Tahir, and 

Hanaysha, 2016; and Outram, 2015). Because not all work can be completed as a team, 

businesses produce an effective portfolio of these duties that should be completed as a 

group. 

The researchers took the same stance in defining collaboration, describing it as the 

focus of individuals who are assigned to complete specific group duties. However, the 

researchers did not say if group or cooperation is more improved for organizational 

efficiency or not, or whether it is more important than individual effort (Sahoo, Behara, & 

Tripathy, 2010). OP is defined as task completion, the action of performing or achieving 

profit through appropriate team working. A team's performance can be classified into five 

categories. The first is dedication and accountability and every member can see themselves 

as part of a group. They are entirely dedicated to the team's goal rather than their own. 

Second aspect is mutual trust and respect. Team members have faith in one another to 

establish a trustworthy workplace, support one another's points of view, and foster trust. 

Third element is the vision and goal.  
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The team members clearly grasped the team's goal, their roles and responsibilities, 

as well as the organization's broader vision. Fourth characteristic is good interaction. 

Members efficiently communicate with one another and distribute expertise and 

knowledge. Effectiveness within the group indications a high-performance 

communication. Fifth is uninterrupted quality development. Group participants are 

constantly improving tools, processes, and approaches to increase quality in because they 

want to meet the organization's purpose (DeAngelis, 2014; Johnson, 2016; & Outram, 

2015). PT can progress the increase of the organization’s performance and produces greater 

outcomes compared to solo labor. 

The success of a business increasingly depends on the expertise, competencies, and 

commitment of its staff. Thus, an employee's success and performance are increasingly 

dependent on the ability to acquire and practice their developed skills, which can be 

boosted through teamwork performance. One of the popular widespread misconceptions 

regarding cooperation is that team members' talents are more significant than their energy, 

passion, and motivation in their works Additional common misconception is stated as, 

group members are not discrete responsible for the failures of their teams. Group members 

are, in fact, the smallest units within their teams, and their particular abilities impact the 

many results of their teams. This study thus proposes the following: 

H1: Teamwork and OP are favorably related.  
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2.6  Research Framework 

In accordance with the foregoing explanation, Figure 1's theoretical framework 

depicts how employee collaboration affects organizational performance. 

 
Figure 2.1 how employee collaboration affects organizational performance 

2.7  Summary 

Chapter two started with a discussion for both the independent variables and 

dependent variable according to past studies which have been conducted regarding the 

relationship between workers teamwork and organizational performance the conceptual 

framework was drawn from the review of the literature which was for identifying the 

relationship between dependent variable and independent variables’ 
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CHAPTER 3  
 
 

RESEARCH METHODOLOGY 

3.1  Introduction 

The study's third chapter makes an effort to explain its findings. research design, 

population and sampling, research instrument, data collection procedure, and data analysis 

of the study. 

3.2  Research Design 

A cross-sectional design is adopted for the study since this design facilitates, and 

gives the possibility for the process of data collection regarding a particular phenomenon 

at a particular time, and it can validate the process of achieving the study’s primary 

objectives. A temporal dimension is also useful for this study in order to determine the 

relationship between workers teamwork OP. A typical cross-sectional design is more 

appropriate for this study than a longitudinal design because according to (Sekaran & 

Bougie, 2011) as it helps the process of data collection at one point in time.  



 

 16 

3.3  Population and Sampling 

Within Sulaymaniyah city, in the Kurdistan region of Iraq, this study sought to 

determine the effect of teamwork on organizational performance at (Waha-Al khalil). 

Employees in firms use teamwork to some extent because there are several departments 

within them. The participants come from the aforementioned departments since they all 

need to work together to better the company. 

These organizational characteristics made it the finest choice for identifying and 

evaluating the favorable results connected with, including the significance of cooperation 

in comparable of Sulaymaniyah city. It was anticipated that this sample of responders 

would offer a sufficient and accurate perspective on how collaboration impacts 

organizational performance. Compared to a minimum sample of (70) employees from the 

whole targeted population of (80). 

3.4  Questionnaire development 

The creation of this research used a quantitative approach. Three components made 

up the questionnaire was consisted of 3 sections (demographics, WT, OP). 

The researcher will attempt to collect data on the respondent's background in the 

demographic part, which is Section A, including information on age, education level, 

experience, and gender. 

Section B, is about measuring the DV (OP), the instrument items in this section 

were adopted from Measuring individual work performance. Tony Manning (2013). The 

dimensions of measurement are based on Fiedler’s organizational performance theory.  
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Section C, is about measuring the IV(WT), the instrument items in this section were 

adopted from measuring working in a group and the relationships between IV and DV. 

(Marsicano, Silva, and Seaman (2020), and the OP indicators were adapted from (Ayeni & 

Adeolu, and Fakunle, 2021). 

Teamwork IV 

1) I work on keeping my job-related knowledge up to date. 

2) I plan and organize so that I finish on time. 

3) I can carry out my work efficiently. 

4) I take on extra responsibilities without being asked to. 

5) On my own initiative, I start new tasks when my old tasks were completed. 

6) Attend function/ consultation/ meetings, etc that are not required, but help in 

improving the image of organization. 

7) I complain about minor work-related issues at work. 

8) I made problems at work bigger than they were. 

9) I talk to colleagues about the negative aspects of my work. 

10) My manager/ supervisor is building a support network. 

11) I get praise and recognition when fulfil a task successfully. 

12) My manager/ supervisor consults me on relevant matters.  
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Organizational performance 

1) Our team has a meaningful, shared purpose.  

2) Team members clearly understand their roles.  

3) Team problem solving results in effective solutions. 

4) Team members appreciate one another's unique capabilities 

5) We are able to resolve conflicts with other teams collaboratively. 

6) Team members take personal responsibility for the effectiveness of our team. 

7) Working on our team inspires people to do their best. 

8) We have the skills we need to do our jobs effectively.  

9) We are strongly committed to a shared mission. 

10) When an individual's role changes, an intentional effort is made to clarify it for 

everyone on the team. 

The questions used in the relationship between workers teamwork and organizational 

performance t research is adopted from relevant literature as cites in the reference list. 

3.5  Data collection method 

Data collection is an orderly procedure of collecting observed information. 

Regardless of the discipline of the research collected data permits the researcher to add 

insight and, on the issues, relating to the study (Bhandari, 2020). 

The main instrument for data collection in this research will be questionnaire. The 

questionnaire will consist of questions that will shed light upon contingent leadership 

aspects and measurement of employee performance, based on the dimensions mentioned 

in the above section.  
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3.6  Data analysis 

According to Allen M. (2017) In this study, the data will be analyzed using a 

quantitative approach, quantitative analysis as the digital illustration and in order to reach 

a conclusion in observing certain spectacles. Here, we can summarize the findings of the 

research, including all kinds of statistical data in numerical values and later analyze the 

data. The statistical software SPSS will be used in the analysis of the data. Henceforth 

because we want to investigate how our two variables relate to one another. workers 

teamwork and organizational performance. Assess the ratio to determine the link between 

them rather than analyzing numerical quantities. 

3.7  Pilot study 

Pilot research was undertaken to evaluate the instrument's shortcomings in order to 

determine the reliability and validity of the questionnaire used in this study. 15 workers 

were chosen for the pilot study in the framework of this investigation. The apparatus under 

test included three components. 

Table 3.1 Reliability and factor analysis N-15 

Section Dimension No of questions Cronbach Alpha 

B OP 9 .822 

C WR 8 .716 
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3.8  Data analysis method 

Using a Statistical Package for Social Science, the acquired data will be analyzed. 

The purpose of using SPSS is to turn all of the collected data into numerical values, which 

can then be used by the researcher to evaluate, interpret, and find answers to the research's 

open-ended questions. This study's emphasis is on the connection between workers 

teamwork and organizational performance with the workers of Waha-AL Khlil 

organization Descriptive statistics will be used to gauge respondents' levels of employee 

performance and the organization's level of workers teamwork (research objective 1st & 

2nd). Additionally, inferential statistics like Pearson correlation will be utilized to examine 

the link between WT and P (3rd research objective).  
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CHAPTER 4  
 
 

DATA ANALYSIS 

4.1  Introduction 

In order to address the research questions and quantify the objectives specified in 

chapter one, chapter four of this study will attempt to evaluate the information gathered 

and convert it into numerical values. Additionally, a correlation will be undertaken in this 

chapter to gain greater understanding of the connection between CL and EP. SPSS version 

21 will be used to analyze the data that has been gathered. 

4.2  DEMOGRAPHIC ANALYSIS 

4.2.1 Gender 

The researcher issued 80 questionnaires, but only 76 of them were collected and 

only 75 of them were valid for analysis, therefore only 76 could be used to answer the study 

questions.  
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Table 4.1 Gender 

Item Frequency  percentage 

Male 47 62.67 

Female 28 37.33 

Total 75 100 

 

Figure 4.1 Gender 

In the context of demographics, there were 28 (%37.33) females and 47 (%62.67) male 

responders. Table 4.1 lists the frequency and proportion of each gender.  

Gender

Male Female
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4.2.2 Age 

In Waha-AL Khalil, almost half of respondents were around the ages of 20 and 30, 

or (27) (%36). (%)44 or 33 respondents were in the 31–40 age range. The frequency of 

respondents in the last category was a little lower; there were only (15), or (%20), 

respondents who were between the ages of 41 and 50. The respondent's age is shown in 

column 4.2. 

Table 4.2 Age 

Age  Frequency Percentage % 

20-30 27 36 

31-40 33 44 

41-50 15 20 

Total 75 100 

 
Figure 4.2 Age 

According to the research's demographics, the majority of respondents were male 

(%33) and female (%27)  

Age

20-30 31-40 41-50
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4.2.3 LEVEL OF EDUCATION 

The educational backgrounds of Waha-Al Khalil employees varied, but 65 of the 

respondents held a bachelor's degree, which corresponds to (%86.67). (3) Of the 

respondents (4%) held a master's degree. Only seven respondents (7%), or (%9.33), did not 

have any college education. These workers were all performing their jobs in accordance 

with their educational backgrounds. The respondents' degree of education is displayed in 

Table 4.1.3. 

Table 4.3 LEVEL OF EDUCATION 

Education Level Frequency  Percentage % 

Bachelor  65 86.67 

Master 3 4 

No-Degree 7 9.33 

Total 75 100 

 
Figure 4.3 LEVEL OF EDUCATION 

The majority of respondents held bachelor's degrees, indicating a varied 

educational path for this research. 

Education

Bachelor Masters No-Degree
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4.2.4 Experience 

The length of time a person has lived or worked in one area is termed experience. 

The respondents to this study had a range of experience, although the bulk of them—35%, 

or 46.67 percent—had 0 to 3 years of experience. There were 17 respondents (22.67%) 

with 3-5 years of experience. In addition, 12 (16%) of the responders had five to ten years 

of experience. Last but not least, (11) (%14.67) had more than ten years of experience. The 

experience of the responder is shown in Table 4.1.4. 

Table 4.4 Experience 

Experience  Frequency  Percentage % 

0-3 35 46.67 

3-5 17 22.67 

5-10 12 16 

Above 10  11 14.67 

Total 75 100 

 
Figure 4.4 Experience 

The people who answered the survey's demographics revealed that they had a wide 

range of experiences. 

Experience 

0 to 3 3 to 5 5 to 10 Above 10
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4.3  DESCRIPTIVE ANALYSIS 

Descriptive statistics are used to learn more about the independent and dependent 

variables in study. Bryman (2012) claims that multiplying all of the mean scores by the 

sum of their individual values is the correct way to obtain the mean scores. To achieve 

research objectives one (1) and two (2) for this study, a means score analysis is carried out. 

Measurement of the interval levels is shown in Table 4.2. 

Table 4.5 Descriptive Analysis 

Scale Value Label 

1 Strongly Disagree 

2 Disagree 

3 Neutral 

4 Agree 

5 Strongly Agree 
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4.3.1 OBJECTIVE 1: To examine the concept of teamwork 

Descriptive statistics were utilized to determine the mean scores and standard 

deviation of the respondents in order to determine research goal 1. The descriptive data 

provides insight into how respondents evaluate their level of collaboration. 

Table 4.6 Descriptive Data: Concept of Teamwork 

Items N Mean Std. Deviation 

Q1 75 3.5890 1.10347 

Q2 75 3.5753 1.20090 

Q3 75 3.8219 1.18254 

Q4 75 3.3836 1.20911 

Q5 75 3.7397 1.30200 

Q6 75 3.4110 1.23418 

Q7 75 3.6986 1.22117 

Q8 75 3.6849 1.23465 

Q9 75 3.5205 1.21461 

Q10 75 3.4658 1.10657 

Q11 75 3.6575 1.15733 

Q12 75 3.6712 1.13106 

Valid N  75   
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4.3.2 OBJECTIVE 2: To identify the idea of organizational performance 

The second goal of this study is to assess respondents' organizational performance 

levels. Descriptive analysis is therefore worker to respond to this purpose. The mean, 

standard deviation, dimension, and level of the scored means are displayed in Table 3.904. 

Table 4.7 Descriptive Data: organizational performance 

Descriptive Statistics 

Items N Mean Std. Deviation 

Q13 75 3.7260 1.18157 

Q14 75 3.7123 1.23017 

Q15 75 3.7808 1.13341 

Q16 75 3.5890 .98370 

Q17 75 3.4384 1.06701 

Q18 75 3.5616 1.14244 

Q19 75 3.7534 1.19931 

Q20 75 3.5890 1.25649 

Q21 75 3.6575 1.16927 

Q22 75 3.8904 1.16144 

Valid N  75   

In response to the table previously, the aspect of task performance has the highest 

mean score in the "TW-OP" section, equaling 308904, and the dimension of 

counterproductive dimension has the lowest mean score, 3.4384. The person who 

completed the survey scored very poorly in this dimension, which is a sign of good 

performance because teamwork is intrusive; additional justification will be given in chapter 

five.  
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4.4  INFERENTIAL ANALYSIS 

The statistical techniques used to infer connections between variables are known 

as inferential statistics. These statistics were created specifically for testing hypotheses, as 

opposed to descriptive statistics. In this study, the inferential statistic is the Spearman's 

correlation coefficient. This study aims to comprehend the link between TW and PO in the 

setting of the investigation. The significance of the relationship between the independent 

and dependent variables is shown by Spearman's correlation coefficient (r). 

4.4.1 OBJECTIVE 3: To explore the relationship between worker’s teamwork 

and organizational performance 

Examining the connection between TW and PO is the third study goal. 

Furthermore, Pearson correlation has been used to determine the link between two 

variables. A positive correlation exists if the P value is smaller than 0.5. Table 4.3.1 

displays the investigation of the correlation between the two variables. 

Table 4.8 INFERENTIAL ANALYSIS 

Correlations 

 IV DV 

IV Pearson Correlation 1 .895** 

Sig. (2-tailed)  .000 

N 75 75 

DV Pearson Correlation .895** 1 

Sig. (2-tailed) .000  

N 75 75 

**. Correlation is significant at the 0.01 level (2-tailed). 
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The correlation coefficient shows that the two variables, TW and OP, have a 

significant positive association because the p-value is less than 0.5 (r = 0.89).it mean that 

the relationship between two variables. 

4.5  Chapter Summary 

This part of the study examines the information gathered on the connection 

between employee collaboration and organizational success in the Waha-Al Khalil 

company. According to the study, respondents' perceptions of contingent leadership are 

generally positive, which is the first research aim. The second research aim is then 

discussed, and it is about how well the Waha Al Khalil organization works as a team. We 

can tell from the study in chapter four that the organization's members are of a high caliber. 

Finally, we can observe that there is a substantial positive connection between the two 

variables according to Pearson's correlation coefficient. 

  



 

 31 

CHAPTER 5  
 
 

DISCUSSION, RECOMMENDATION, AND 
CONCLUSION 

5.1  Introduction 

The purpose of this research's fifth chapter is to explain the analyzed findings in 

depth, to determine the significance of the link between the numerical values, and to 

translate that understanding into determining the goal of the study, which is the relationship 

between WT and OP. Additionally, the section on recommendations and limitations is for 

those who want more information on the subject of this study. Finally, this chapter will 

present a conclusion at the end. 

5.2  Discussion 

5.2.1 Discussion of objective 1 to examine the concept of teamwork 

This study has established a substantial and favorable association between TW and 

OP. This conclusion, according to previous research (Davis, Newstorm, and Amirullah, 

2015), that PT is one of the key indications of rising OP, was also validated. The first aspect 

of PT was having shared goals and objectives among team members (Chukwudi, 2014), 

and chapter four's mean scores revealed that team members occasionally made concessions 

in order to achieve those goals and occasionally did not.  
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This is one of the reasons why medical centers provide subpar care. TW's second 

dimension was outlining the responsibilities of its members teams are productive when 

they try to find the solution for their problem or having the capability to resolve conflicts 

among themselves, so the results showed that team members in medical centers are 

belonging to a productive team and they are doing well in the third dimension of a PT. The 

highest mean score was for the fourth dimension of PT in which the team members act 

diligently and encourage each other to succeed in their tasks, and this result was supported 

by Sommer (2015) who discussed that organizational goals will be achieved if the members 

of the team support and help each other in their tasks. 

PT also according to Sales, Shuffler, & Thayer (2015), He talked on how team 

members supporting and aiding one another in their jobs will assist the business accomplish 

its goals. TW, in accordance with Sales, Shuffler, and Thayer (2015), is a positive contact 

between team members that will result in a more OP-enhancing team environment. 

Additionally, (Fay, West & Patterson, 2015) found that team members are happier at work 

and give better work to support the productivity and profitability of their company. These 

results show that PT is one of the key markers for improving OP in terms of effectiveness, 

quantity, and quality of labor.  
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5.2.2 Discussion of objective 2 to identify the idea of organizational 

performance 

According to the study's results, the Waha al- Khalil organization's employees do 

rather well. This result indicates that workers did a good job performance but not a great 

job. Based on three distinct aspects, this variable was assessed. In response to questionnaire 

question 8, employees don't engage in activities like gossiping that are counterproductive. 

According to research by Bachrach, Mullins, and coworkers (2019), those who stop from 

exaggerating issues and refrain from having difficult dialogues with their peers and 

coworkers do better in teams. Although they did not focus on employees specifically, they 

did discover that each team's unique members are its most important asset. 

Finding the connection between corporate communication and employee 

performance is the study's second research goal. Given the questionnaire's results and 

conclusions, it can be said that there is a considerable link between organizational 

communication and worker performance. 

Ineffective TC by superiors may lead to inefficiency in job completion and a 

reduction in the amount of work, according to previous studies (Bedwell and Lazzara 2015: 

DeAngelis, 2014). Furthermore, it was mentioned in (Kovács, & Talpoş, 2015) that TC by 

managers or superiors will improve operational management, team performance, member 

incentive to do better, and overall organizational performance. These results are a sufficient 

demonstration that TC should be carefully carried out and evaluated by organizational 

superiors through managing and directing them in their work standards, through 

recognizing members' performances and praising them for their dedication, and through a 

reward or other motivating tool to help the employees remain active and achieve the desired 

performance.  
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5.2.3 Implication 

Future research on the effect of cooperation on organizational performance has to 

take some of the limitations of this study into account. Since it is obvious that only team 

leaders from medical institutions were used as a sample for this study, it is impossible to 

draw any conclusions about other sectors without looking into them. The researcher's 

second constraint was that only Kurdistan regent was taken into account for the study; as a 

consequence, the results are only applicable to Kurdistan regent. On the other hand, 

conclusions for the entire population cannot be drawn from the data acquired from a limited 

sample of team leaders for this study. Additionally, the data gathering process solely 

employed a quantitative approach, which is insufficient to identify the other crucial 

elements of human resource strategies with reference to improving organizational 

performance. 

5.3  Recommendation 

According that study this force on team work and organizational performance and 

identify by three objectives showing the team work have a positive effect on organizational 

performance. 

Additionally, demonstrate the significant and positive correlation between TW and 

OP. The evidence presented thus far supports the idea that improved organizational 

performance will result from stronger interaction inside an organization.  
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5.4  Conclusion 

Research on collaboration and organizational effectiveness are very few and 

require more investigation, particularly in the setting of Iraq. Working in a team has a 

favorable considerable link with organizational success, according to the results of this 

research. 

The most important Tw markers that can improve OP within hospitals are problem-

solving skills and the capacity to work well with others. The degree to which each team 

member engages with, encourages and administers the roles and responsibilities will reveal 

everyone's levels of happiness, and happy workers put in extra effort to keep their company 

successful. 

  



 

 36 

REFERENCES 

Abbas, Q., & Yaqoob, S. (2009). Effect of leadership development on employee 

performance in Pakistan. Pakistan economic and social review, 269-292. 

Adler, A. B., Britt, T. W., Castro, C. A., McGurk, D., & Bliese, P. D. (2011). Effect of 

transition home from combat on risk‐taking and health‐related behaviors. 

Journal of traumatic stress, 24(4), 381-389. 

Aguinis, H., & Glavas, A. (2013). Embedded versus peripheral corporate social 

responsibility: Psychological foundations. Industrial and Organizational 

Psychology, 6(4), 314-332. 

Alice, D. W. (2019). European Parliament-MOTION FOR A RESOLUTION EN EN. 

Alshamrani, S. M. (2017). Saudi Science Teachers' Assessment Practices in Alzelfy 

Educational Administration According to their Perceptions. International 

Journal for Research in Education, 41(2), 125-161. 

Bachrach, D. G., & Mullins, R. (2019). A dual-process contingency model of 

leadership, transactive memory systems and team performance. Journal of 

Business Research, 96, 297-308. 

Bachrach, D. G., & Mullins, R. (2019). A dual-process contingency model of 

leadership, transactive memory systems and team performance. Journal of 

Business Research, 96, 297-308. 

Bates, C. (2016). A methodology study of Hersey and Blanchard situational leadership 

theory. Int J Adv Eng Technol Manage Appl Sci, 3(11), 42-48. 

Berry, A. J., Coad, A. F., Harris, E. P., Otley, D. T., & Stringer, C. (2009). Emerging 

themes in management control: A review of recent literature. The British 

Accounting Review, 41(1), 2-20. 

Bhandari, S., Bhargava, A., Sharma, S., Keshwani, P., Sharma, R., & Banerjee, S. 

(2020). Clinical profile of Covid-19 infected patients admitted in a tertiary care 

hospital in North India. The Journal of the Association of Physicians of India, 

68(5), 13-17. 

Bonzon, E., Delobelle, J., Konieczny, S., & Maudet, N. (2017, October). A 

parametrized ranking-based semantics for persuasion. In International 



 

 37 

Conference on Scalable Uncertainty Management (pp. 237-251). Springer, 

Cham. 

Buil, I., Martínez, E., & Matute, J. (2019). Transformational leadership and employee 

performance: The role of identification, engagement and proactive personality. 

International journal of hospitality management, 77, 64-75. 

Campbell, J. P., & Wiernik, B. M. (2015). The modeling and assessment of work 

performance. Annual review of organizational psychology and organizational 

behavior, 2(1), 47-74. 

Chemers, M. M. (2000). Leadership research and theory: A functional integration. 

Group Dynamics: Theory, research, and practice, 4(1), 27. 

Connolly, J. J., & Viswesvaran, C. (2000). The role of affectivity in job satisfaction: A 

meta-analysis. Personality and individual differences, 29(2), 265-281. 

Daidano, J. K., Abro, M. A., Siyal, N. N., & Memon, R. A. (2017, January). Incidence 

of Post TB Bronchiectasis. In Med. Forum (Vol. 28, No. 1, p. 43). 

Daniëls, E., Muyters, G., & Hondeghem, A. (2021). Leadership training and 

organizational learning climate: Measuring influences based on a field 

experiment in education. International Journal of Training and Development, 

25(1), 43-59. 

Denchev, P., Pearson, J. L., Allen, M. H., Claassen, C. A., Currier, G. W., Zatzick, D. 

F., & Schoenbaum, M. (2018). Modeling the cost-effectiveness of interventions 

to reduce suicide risk among hospital emergency department patients. 

Psychiatric services, 69(1), 23-31. 

Dewi, N., & Wibow, R. (2020). The effect of leadership style, organizational culture 

and motivation on employee performance. Management Science Letters, 10(9), 

2037-2044. 

Donohoe, A. (2019). Employee performance definition. Internet access: 

https://bizfluent. com/facts-7218608-employee-performancedefinition. html. 

Farzianpour, F., Zarabian, M., & Sharifian, M. R. (2014). Evaluation of management 

of Department of Endodontics, Faculty of Dentistry, Tehran University of 

Medical Sciences. International Review of Management and Business 

Research, 3(3), 1394. 

Gentry, W. A., Manning, L., Wolf, A. K., Hernez‐Broome, G., & Allen, L. W. (2013). 

What coaches believe are best practices for coaching: A qualitative study of 



 

 38 

interviews from coaches residing in Asia and Europe. Journal of Leadership 

Studies, 7(2), 18-31. 

Harley, K. (2005). Learning from logframes: reflections on three educational 

development projects in East and Southern Africa. Compare: A Journal of 

Comparative and International Education, 35(1), 27-42. 

Passauer-Baierl, S., Hull, L., Miskovic, D., Russ, S., Sevdalis, N., & Weigl, M. (2014). 

Re-validating the Observational Teamwork Assessment for Surgery tool 

(OTAS-D): cultural adaptation, refinement, and psychometric evaluation. 

World journal of surgery, 38(2), 305-313. 

Pekuri, A., H. Haapasalo and M. Herrala, 2011. 

Prendergast, D. (2019). Team working in its context(s): antecedents, nature and 

dimensions.Organizational Behaviour, Englewood Cliffs, NJ: Prentice Hall. 

Putatunda, R. (2008). Effective Teamwork: London; Kogan Publishers. 

References 

Robbins, Stephen P. & Timothy A. Judge. (2008). Perilaku Organisasi Edisi ke-12, 

Jakarta: Salemba Empat. 

Rochon, A. (2014). Teamwork and Staffing in an Acute Care Hospital (Master 

dissertation, Laurentian University of Sudbury). 

 S. G. Cohen and D. E. Bailey, “What makes teams work: Group effectiveness research 

from the shop floor to the executive suite”, JOM 23 (3), pp. 239-290, 1997. 

Sahoo, C. K., Behera, N., &Tripathy, S. K. (2010). Employee empowerment and 

individual commitment: an analysis from integrative review of research. 

Employment Relations Record, 10(1), 40-56. 

Salas, E., Shuffler, M. L., Thayer, A. L., Bedwell, W. L., & Lazzara, E. H. (2015). 

Understanding and improving teamwork in organizations: a scientifically based 

practical guide. Human Resource Management, 54(4), 599-622. 

Salas, E., Tannenbaum, S., Cohen, D., & Latham, G. (2013). Developing and 

enhancing teamwork in organizations: Evidence-based best practices and 

guidelines (Vol. 33): John Wiley & Sons. 

Saunders, M., Lewis, P. and Thornhill, A. (2009), Research Methods for Business 

Students, Pearson Education, London. 

Scott, M. (2018). Teamwork structures and worker perception: a cross national study 

in pharmaceuticals, International Journal of Human Resource Management, 

16(2), 256-276. 



 

 39 

Serinkan, C., & Kızıloğlu, M. (2015). Innovation Management and Teamwork: An 

Investigation in Turkish Banking Sector. Journal of management, 3(1), 94-102. 

Shabila, N. P., Al-Tawil, N. G., Tahir, R., Shwani, F. H., Saleh, A. M., & Al-Hadithi, 

T. S. (2010). Iraqi health system in Kurdistan region: medical professionals' 

perspectives on challenges and priorities for improvement. Conflict and Health, 

4(1), 1-6. 

Shamsi, R.S.H.A., A.A. Ameen, O. Isaac, A.H. Al-Shibami and G.S. Khalifa, 2018. 

The impact of innovation and smart government on happiness: Proposing 

conceptual framework. Intl. J. Manage. Hum. Sci., 2: 10-26. 

 

 

  



 

 40 

 

 

 

 

 

Appendix A  

QUESTIONNAIRE  



 

 41 

TITLE: The Relationship Between Worker's Teamwork and 

Organizational Performance: The Case of Sulaymaniyah Waha – Al Khalil 

 

 

Dear Respondent, 

 

I am a senior student who is conducting research for my undergraduate 

project on The Relationship Between Worker's Teamwork and 

Organizational Performance. 

 

The Survey is Divided into Several Section designed to collect data for my 

Research. It should take around 5-10 minutes to complete. 

 

Please do not hesitate to contact me if you had any questions, I would 

appreciate your sincere responses, and thank you for taking your time. 

 

 

Sincerely, 

 

 

Diana Taha Ahmed 

Phone: +964 771 603 7676  
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