THE EFFECT OF TEAMWORK ON EMPLOYEE PERFORMANCE AMONG SMALL AND MEDIUM ENTERPRISES IN KAMPALA. A CASE STUDY AT EXQUISITE SOLUTION LIMITED



BY

KAGANZI CLARA SPLENDOR
REGNO. S17B17/311




A RESEARCH REPORT SUBMITTED TO THE FACULTY OF SOCIAL SCIENCES IN PARTIAL FULFILMENT OF THE REQUIREMENT FOR THE A WARD OF A BACHELORS DEGREE IN PUBLIC ADMINISTRATION AND MANAGEMENT OF UGANDA CHRISTIAN UNIVERSITY




2020



[bookmark: _Toc11692241]
1

[bookmark: _Toc55305224]DECLARATION

I KAGANZI CLARA SPLENDOR declare to the best of my knowledge that this is my own original work and it has never been submitted to any higher institution of learning for any award.

Signed………………….	
Date…………………...

[bookmark: _Toc514302514]

[bookmark: _Toc515641059][bookmark: _Toc515534314][bookmark: _Toc11692242][bookmark: _Toc55305225]APPROVAL

This to certify that this research has been done by KAGANZI CLARA SPLENDOR registration no. S17B17/311 under my supervision for the award of a Bachelor’s degree Public Administration and Management at Uganda Christian University Mukono and now is ready for submission. 

Date ………………………………………….
Sign …………………………………………..
Madam ……
Supervisor 


[bookmark: _Toc514302515]

[bookmark: _Toc515641060][bookmark: _Toc515534315][bookmark: _Toc11692243][bookmark: _Toc55305226]DEDICATION

I dedicate this research work to my beloved family who tirelessly provided their guidance and support most especially financially throughout my stay in school. To my beloved mother, you bit covid-19 and gave me another chance to have you.
Also, my supervisor and the entire staff body for the Department of Public Administration and Governance for their tireless efforts towards my education.
Extended thanks go to Uganda Christian University for enabling me have this opportunity to be part of the heart of excellence in Africa. 

[bookmark: _Toc514302516]

[bookmark: _Toc515641061][bookmark: _Toc515534316][bookmark: _Toc11692244][bookmark: _Toc55305227]ACKNOWLEDGEMENT

With grateful heart I would like to remember the persons who have helped me during the course of education. I wish to place on record my words of gratitude and special thanks to you all.
I owe warm- hearted acknowledgement of gratitude to lecturers for their guidance and giving necessary advice where possible. 
May God reward you abundantly 


TABLE OF CONTENTS

DECLARATION	i
APPROVAL	ii
DEDICATION	iii
ACKNOWLEDGEMENT	iv
ABSTRACT	vi
CHAPTER ONE	1
INTRODUCTION	1
1.0 Introduction	1
1.1Background of the study	1
1.2 Statement of the Problem	5
1.3 Purpose of the study	6
1.4 Objectives of the study	7
1.5 Research Questions	7
1.6 Scope of the Study	7
1.7 Significance of the study	8
1.8 Conceptual Framework	8
CHAPTER TWO	9
LITERATURE REVIEW	9
2.0 Introduction	9
2.1 Belbin’s Team Roles Theory	10
2.2 Communication in teams and employee performance	11
2.4 Leadership in teams and Employee performance	13
2.5 Reward management in teams and employee performance	15
2.6 Communication, Leadership, reward management in teams and employee performance.	16
CHAPTER THREE	17
RESEARCH METHODOLOGY	17
3.0 Introduction	17
3.1 Research design	17
3.2Area of study	17
3.3 Sources of Information	18
3.4 Population and sampling techniques	18
3.6 Data collection instruments and equipment	19
3.5 The Questionnaire	19
3.6 Pilot Test	20
3.6.3Validity	20
3.7 Reliability	20
3.8 Data processing and Analysis	20
Table 1 Target Population	21
CHAPTER FOUR	22
DATA ANALYSIS AND INTERPRETATION	22
4.0 Introduction	22
4.1 Response Rate	22
4.2 Effective communication in teams has an impact on the employee performance	22
4.3 The effect of leadership in teams on the employee performance at ESL	23
4.4 The role of reward management in teams on employee performance at ESL	24
CHAPTER FIVE	26
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS	26
5.0 Introduction	26
5.1 Summary of findings	26
5.1.1. Summary of findings Effect of effective communication in teams on employee performance	26
5.1.2. Summary of findings on the impact of leadership of teams on employee performance at Exquisite Solution Limited	26
5.1.3. Summary of findings on the role of reward management in teams on employee performance in Exquisite Solution Limited	27
5.2 Conclusion	27
5.3 Recommendations of the study	28
5.4 Areas for further study	28



[bookmark: _Toc515641062][bookmark: _Toc515534317][bookmark: _Toc514302517][bookmark: _Toc11692245]

[bookmark: _Toc55305228]ABSTRACT

This study focused on the effect of teamwork on employee performance among Small and Medium Enterprises in Kampala. A case study at Exquisite Solution Limited. The objectives of the study were; to establish if effective communication in teams has an impact on the employee performance at ESL, to identify the effect of leadership in teams on the employee performance at ESL and to analyze the role of reward management in teams on employee performance at ESL.
The study employed a descriptive research design since the analysis unit was based on only one firm.  A case study design was used to select a sample size of 50 respondents and Purposive and Simple random sampling procedures were used. Secondary data was collected and it’s what was used to explain the research phenomenon.
The study concluded that the worker productivity increases when there is effective communication among the teams and within the organization. Besides many other things the communication within the organization helps the employees to perform their tasks well, to have information about the duties they have to perform, and about the goals of the organization. They argue that existence of communication within the organization lead to the effective decision making. The study concluded that the worker productivity increases when there is effective communication among the teams and within the organization. 
The study examined and evaluated the effect of teamwork on Employee Performance among Small and Medium Enterprises in Kampala, a case study of Exquisite Solution Limited. Based on the findings, there is a positive and significant relationship between effective communication and employee performance. Therefore, effective communication in the entertainment industry is an essential tactic that has been performed which can extract the ultimate of the employee to help the both organization and the employees to achieve their ultimate goal. Level of trust has a positive and significant relationship with employee performance as referring to the findings. Building trust is building the confidence in each other’s competencies and reliabilities, thus, the existence of trust among team members constructs synergy in the organization and a better performance of its employees as trust in based on the reliability and the competencies.


[bookmark: _Toc55305229]CHAPTER ONE
[bookmark: _Toc55305230]INTRODUCTION
[bookmark: _Toc55305231]1.0 Introduction
This chapter is about the back ground basis upon which this study to be done in relation to the study topic that is highlighted as the effect of team work on employee performance at Exquisite Solution Limited (ESL). This proposal clearly identifies the objectives of the study, the research questions which also take action as the fundamental variables plus the research guidelines of the research were established. This chapter also acts as a channel to the code upon which the literature was reviewed about the effect of team work and employee performance. It focuses on empirical studies in which both teamwork and performance are directly measured in a quantitative and qualitative way. The paper begins by identifying three interrelated dimensions of teamwork effectiveness. The proposal shows that team work has a positive impact on all three proportions of performance that is to say; leadership, communication and reward management in teams. The paper concludes by highlighting some significant recommendations that future studies could address on the effect of team work on employee performance.
[bookmark: _Toc55305232]1.1Background of the study
Employee performance has been considered as an eventual effect of an organization as well as an employee. Thus, the term has itself been discussed in the literature, as defined by some of the authors, as an outcome generated by the employees in contrast to the roles and expectations which have been attached to them. (J. A., 2007, pp. 174- 182) At some other instances, literature has considered it as an accomplishment of organizational goals and objectives through the building blocks of the firm (Bommer, 2007, pp. 392-423);  (Thomas & Feldman, 2010, pp. 1220-1250). Studies have shown that the performance can be seen on two explicit fronts named as employee performance and organizational performance. In brief, organizational performance refers to the extent to which an organization achieved its goals and objectives (Gilboa, 2008, pp. 227-271); (Kieffer, 2004, p. 19) while employee performance is a more subjective term which is associated with the physical, behavioral and cultural output of an individual which should be aligned with organizational goals in order to get appraisal and acceptance. Organizational glory is dependent upon the employees and their performances, which come from creativity, modernization and higher level of obligation. Some studies also stressed that there are wide range of individual benefits which result from employee performance. (Stéphane Côté, 2006, pp. 1-28) As many of the life attributes like living standard, purchasing power and social status can be improved by performing well in the individual roles. The perception of employee production is seemed relevant to that of employee performance as, at many instances; performance has been measured in terms of the physical goods produced by employees (Kieffer et al., 2004, p. 26) along with quantifying them to know the exact figure. While in broader terms, production is seen from the units manufactured or produced or the customers that have been served in a given time while performance seems more associated with goal or objective achievement in the best possible manner (Bommer et al, 2007, pp. 1481-1494); (Davis, 2005, pp. 758-775). Employee performance can only be achieved at its best when all the working elements of the organization perform together that calls for team work.
Team work is the most important part of Human resource management since it acts as a support intention to the business strategy and various HR functions like reward and performance management. As such HR practioners have been called upon to ensure that employees have the right competencies needed for performance. The case of team work as espoused by many organizations rests on improving skills, building positive perceptions and feelings thus improving the quality of work, which in turn leads to improved positive morale and attitudes. It’s within this jurisdiction of this thesis to discuss the effect of team work on employee performance at Exquisite Solution Limited. (ESL, 2006)
In order to gain a competitive boundary and also manage the challenges of the Ugandan business environment, organizations have invested in team work for their employees. Team work is defined by Scarnati as a cooperative process that allows ordinary people to achieve extra ordinary results. (Scarnati, 2001, pp. 5-10) In this context, it can also be derived that team work ultimately replies upon individuals working together in a cooperative environment to achieve common team goals through sharing knowledge and skills. (HERDSA, 2002, p. 640) points out the key attributes for successful team work which are; commitment to the team success and shared goals, interdependence, interpersonal skills, open communication and positive feedback, appropriate team composition, commitment to team leadership and accountability. Therefore, these have been adopted to enhance effectiveness and efficiency in organizations.
Nevertheless, at ESL the working environment is made very beneficial for all the team participants. This is done in to performance through employee-relations. Wilson (2008) describes a team as a group of people working jointly to drive certain results thus described results will be achieved when the right team is selected. Therefore, this implies that the members of the team are expected of traits such as communication skills, intelligence, integrity and then willingness to work towards the organizational objectives. This enables the teams to remain much focused and hence avoids anything that distracts work through resolving conflicts in the organization. (Donna, 2011, pp. 10-11)
In order for the work environment to be very conducive, maximum respect and trust from the members in the team is paramount. (al, 2009, p. 428) Also for team work to go on in the team, effective communication, resolving conflict and resolution becomes key in the organization thus helping in improving the performance of the staff members. Each individual must succeed first to enable match well as far as performance is concerned. This means that the team will highly perform only if the individual have first succeeded on this own level and they are also expected to have qualities like intelligence, effective communication, problem analysis and the willingness to work with the other staff in getting problems solved. (Scarnati, 2001, pp. 5-10) 
Employees working on geographically separated environments never connect and align by far and this leads to high levels of social distance and these outcomes into struggles to develop effective relations. Pasadena (2010) concluded that one of the biggest management primary disputes is to alleviate the social relations between the leaders. ESL has embraced this team work spirit which has helped it stay on the competitive market with other outsourcing organizations country wide. (Pasadena, 2010, p. 34)
West (2012) described a team as a unit of two or more people working and interacting together towards the achievement of group objectives. Generating improved suggestions, exchanging of information, coordinating teams’ helps to form the main tasks where new ideas are developed and for the existing problems. (West, 2012, pp. 44-45) Successful teams must have unique behaviors where various options are initiated and ideas given. In most cases, these team members are put in place to embrace each other emotional behaviors that harmonize the individuals reduce tension and help to follow up instructions from the top management. According to Manasa et al (2009) teams are those units that work continuously and are accountable for the goods and services in organizations. (Rosen, 2009, pp. 433–450)
The team leader should also make sure that the older members of the tem share the same focus in the organization as argued by (Roger, 2015) Team leaders must have right skills that uphold excellent working culture that’s positive and drives to the achievement of the set organizational objectives. (Roger, 2015, pp. 199-216)Effective team leadership is vital and plays a role in motivating the team members when it comes to getting involved in the working environment. This comes along with high levels of commitment at every level of production of goods and services. For that reason, for purposes of good performance, a good leader must possess the necessary skills and qualities to lead performance in the organization. 
Small and medium-sized enterprises (SMEs) have long been viewed as an important source of job creation and output growth (Bryson et al, 2019, pp. 527-558). However, as concerns about the Uganda’s patiently weak productivity growth deepen, attention has increasingly turned to small firms’ over-representation within the long tail of low productivity firms. (Bryson et al, 2019) At the same time, a growing body of indication has emerged to show that some firms which engage in more extensive use of data collection and analysis, target setting and performance-focused human resource practices such as training and out sourcing are more productive and have higher levels of productivity growth – than firms with fewer of these formal management practices. (Bloom, 2017, p. 14) The evidence is particularly strong for businesses where the majority of these recent studies have been located, but it is growing for service industries too, (Ibid, 2009, pp. 23-24) It is apparent from survey-based studies that smaller firms make less use of formal management practices (Kotey, 2005, pp. 120-124), but it is less clear whether such practices really benefit those that use them. One perspective sees practices employee training and performance management as universally applicable, such that firms of all sizes should see positive returns from their implementation. Under this perspective, the lesser use of formal management practices among smaller firms might be attributed to a lack of knowledge about their benefits or greater difficulties in adopting new methods. (Bloom et al., 2012, pp. 1-44) An alternative perspective argues that small firms have distinctive characteristics which can make the extensive use of formalized practices inappropriate.(Yanqing Lai et al, 2016, pp. 470-494) Greater use of such practices cannot then be expected to deliver performance benefits.
ESL was established in 2006 in England but later spread across the region with an intension of extending outsourced solutions across every customer’s journey by means of its managed clients ‘quality standards. This was done in order to strengthen and support the mutual relationship between these private organizations and the government and due to the high demand driven from a multiplicity of business processes; ESL was therefore created to provide services like pay roll management, Admin support services, Executive search services, personal development training and supply management to external clients effectively among others. Also, it couples with the use of clever contract technologies and client insights to ensure that its people are empowered and equipped to deliver consistent, excellent customer experiences that result into measurable business outcomes. (ESL, 2006)
[bookmark: _Toc55305233]1.2 Statement of the Problem
A survey about employee performance in SMEs indicated that more than 48% of organizations use teams of some sort. (Saulas Eduardo et al., 1999, pp. 33-903) Unlike all this, sometimes it becomes difficult at Exquisite Solution Limited due to various challenges because a lack of this not only breaks down teams but also both its productivity and toxic culture. According to Hayes, team work reduces fluctuations in performance and improves on the work done. Leading researchers in work organization, Also in Kanzenbach and Smith, 1993 are convinced that people working in a team are more productive, less prone to stress and also with a greater motive to work. Furthermore, they spend less anticipated time for work with completely new ideas to improve work. (Smith, 1993, pp. 7-12)
 This indicates the need for each other to achieve what we cannot do without each other. Therefore, in this era of increased competition, leaders recognize the importance of team work more than even before. Teams can expand their output through collaboration. Employees who are working in teams become the standard for the organization. (Alie, Beam, & Carey, 1998, p. 707)
Research also shows that employee working within a team can produce more output compared to individual. These include; commitment, interdependence, interpersonal skills, open communication and open feedback, appropriate team composition and commitment to team process, leadership and accountability. People are not aware that organizations that emphasize more on teams have results in increased employee performance, greater productivity and better at problem solving at work. This can only be attained if there is trust and unity between members.
As far as global context of this particular problem is concerned, Western and European economies are getting competitive advantages through adopting teamwork approaches in almost every sector. Still, the SMEs are not that much experienced in the term “Teamwork.” And performance is considered as the only performance dimension. (Stirpe & Jaime Bonache, 2014, pp. 1334–1341) As businesses are growing in respective region rapidly, there is a need to shift the performance measuring standards to team performance too to make them more applicable. Teamwork can improve individual performance by providing a lot of ideas on table to choose the best among them. Therefore, top managers need to have a vision to introduce team work activities within the organizations and also encourage teams to play a part in decision making. This will offer more participation thus more efficiency and productivity amongst the employees. A variety of studies has been done on the effect of team work on employee performance in other organizations and especially in relation to effective communication, leadership of teams and also team compensation. A lot of concern should be given to the uniqueness of these scopes in the study. Also, the aspects covered in those studies are different from those that the researcher is proposing to investigate in the study. 
Therefore, this proposal prepares a good environment for teams in their company because teams can have a strong positive impact on their success. (Nwankwo & Stella Ifeyinwa, 2017, p. 81) through recommendations on the research gaps in leadership, communication and reward management in teams hence that will improve on employee performance.
[bookmark: _Toc55305234]1.3 Purpose of the study 
The purpose for this research is to examine the effect of team work on employee performance at ESL because operating successfully is essential in most working environments. Therefore, the researcher aimed to examine and design appropriate team work strategies to align the desired efficiency among employees. 


[bookmark: _Toc55305235]1.4 Objectives of the study
1. To establish if effective communication in teams has an impact on the employee performance at ESL
2. To identify the effect of leadership in teams on the employee performance at ESL.
3. To analyze the role of reward management in teams on employee performance at ESL.
[bookmark: _Toc55305236]1.5 Research Questions
1. What is the effect of effective communication in teams on employee performance?
2. What is the impact of leadership of teams on employee performance?
3. What is the role of reward management in teams on employee performance?
[bookmark: _Toc55305237]1.6 Scope of the Study
The study focused on the effect of team work on the performance of employees at ESL. It is an outsourcing company that offers expert services like executive search, human resource recruitment and selection, man power services, training and employee development. It is located on plot 157, Kira road, Kamwokya opposite Kira Road Police Station, Kampala.
Since 2006 to date, the workplace (ESL) has rapidly transformed from a business processing to that of knowledge, and service. It also answers the employee’s gap question in leadership, communication and reward management in their working teams. It’s therefore through team work that skills can be widened to influence employee performance of staff in the human resource department at ESL.
Teamwork and employee performance are influential in work performance. In these teams, communication, leadership and reward management were found as positively influencing work performance. (Jalal, 2016, pp. 296-306) According to the research of (Ghorbanhosseini, 2013, pp. 1019-1025), teamwork was found positively correlated with employee performance. A teamwork is the most important and effective variable with the highest impact on job performance. (Manzoor et al., 2016, p. 76)We can consider teamwork as a cooperation, communication and sharing skills between team members in order to achieve some specific goals. If this work perfectly there should be an increase in work performance. In order to achieve such improvement in employee performance several issues should be achieved in an organization.
[bookmark: _Toc55305238]1.7 Significance of the study
The research conclusion will be very vital to the employer, employees, students, mangers and future researchers. Results composed from this research will serve as an input at ESL in humanizing performance through team work. This will help to change on ways of inspiring the human resources in the future. 
To the researchers this piece of work will help through well- collected information for future studies in the HR field. Human Resource professionals will also gain from the study since they will be able to be aware of the gaps that can affect performance of the employees. Policy makers will also benefit from this study since team work is vital when improving on the set objectives requires the top level management support. Furthermore, the study findings will benefit the government through information that will influence team work since their also suppliers in ESL especially in the employee taxes. 
[bookmark: _Toc55305239]1.8 Conceptual Framework
The conceptual framework consists of three independent variables and one dependent variable throughout the research study. According to Mugenda (2003), an independent variable is the one that the researcher manipulates in order to determine the effect on the other variable. (Mugenda, 2003)On the other hand, a dependent variable is one that attempts to indicate the total influence arising from the effects of the independent variables. 
Figure 1.4: The figure below shows the relationship between the independent variable and dependent variable in the research study.
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[bookmark: _Toc55305240]CHAPTER TWO
[bookmark: _Toc55305241]LITERATURE REVIEW
[bookmark: _Toc55305242]2.0 Introduction
 One research study concluded that the good manager is the one who assigns the responsibilities to his or her employee in form of a team in order to take maximum output from employees (Ingram, 2000) and with that (Cohen & Bailey, 1999, p. 239) define a team as a collection of individuals who are interdependent in the tasks and who share responsibility for the outcomes. More often than not, teams enable employees to co operate, enhance individual skills and provide constructive feedback without any conflict between individuals. (Jones, Richard, & B., 2008, pp. 35-37) Team work is an important factor for smooth functioning of ESL. Due to the complexity of various organizations in terms of technology, team work is therefore called for as a major focus and while in these teams, the members usually enhance skills, knowledge and abilities (Froebel & Marchington, 2005, pp. 256-276) Never the less, ESL emphasizes more on teams because this comes along with greater productivity, and better problem solving at work. (Bacon, 2006, pp. 749- 773) the two important factors which include: self-management team and interpersonal team skills. These factors enhance the communication as well as interpersonal relationships between team members and also boost employee performances. Therefore, organizations that have teams obtain and retain the best human resource. This in turn creates a high performance organization that is flexible, efficient and most importantly profitable because it’s through these teams that ESL continues to compete successfully in a hard-hitting and competitive global arena. The chapter is a summary of all theory related to the topic and also the related literature and gaps to be filled in the conceptual frame work of the study.
The literature review remains one of the essential parts of any research project. According to Munzhedzi, a literature review is aimed at finding out what has been done in a particular field of study. (Munzhedzi, 2012, p. 26)It is through this that the research question is unique and that it also adds value to the body of knowledge. 
Often times, the literature review helps to determine new approaches and it also encourages new ideas in the field of study. 
Today, the broadest approach to attaining effectiveness of teams in any given organization out there is the variety of the outcomes which is also vital in coming up with the organizations objectives studies that have been done. Tentatively, this has showed us that outcomes can happen depending on the performance of the human resources in the organization. (Argote, 1999) in a study established that conclusions can be related to each other in contradictory ways. (Argote, 1999, pp. 21-47)The study also tells us that effectiveness of teamwork at any analytical level is significant to have perfect results in relation to improving on the overall productivity and profitability of the organization. 
[bookmark: _Toc55305243]2.1 Belbin’s Team Roles Theory
On the 20th February, 2012 the Belbin Associates retrieved the concept of the theory on the characters of the specific team members. It describes each member in the team to be outstanding in team performance. Belbin argued that the team participants tend to embrace behaviors which can affect their performance either negatively or positively in the organization. He went ahead to support this buy using a questionnaire for his study in order to come up with different team roles in the group of the organization. Belbin out of his study realized that there nine different roles that form very unique behaviors of the employee in the team. Additionally he determined that every team is bound to have strengths and weaknesses which are supposed to be well familiar to the group leaders. For one to come up with highly productive teams, it’s the leader’s obligation to clearly understand every duty performed buy each and every person in the team. According to him the highly performing participants had to apply their team behaviors in order to increase effectiveness in their work. Myers - Briggs who helped the coordinators to find the behavior of teams and accordingly put them in their significant to positively improve on productivity and profitability of the organization. 
In the past decades, organizational communication skills have been recognized as the studies that relate to team work and this has also been conducted in different views on communication in everyday life. (JL Terrion & Ashforth, 2014, pp. 55-88)Analytically, this study reviewed the literature that is related to communication skills at Exquisite Solution Limited. The most effective key condition of improve employee performance is when the leader coaches the team participants. According to other new case studies, the team coaching brings about beneficial interactive and communication benefits where as the empirical studies indicated improved team performance. 
(Peters, 1982) says that real team work settings help to establish effectiveness to improve on productivity in the organization. The effective implementation of favorable compensation management in an organization will not only aid in stabilizing and relating employees but also help in reducing the workers’ turnover in the organization (Danish et al., 2015, pp. 183-199) Employee rewarding includes all forms of financial benefits such as those that are substantial and can be received by the employees as part of the financial and non-financial rewards given by the employee. This process can take up formal and informal forms. (McCourt, 2003, p. 209) On the other hand, researchers in this area define reward management as the process of establishing the structure of remunerations level for the various positions in the organizations and designing incentive systems, setting individual wages and incentives within the established structures. 
In Human Resource Management, reward management is fundamental since it ends up improving on the profitability and productivity of the employees. (Barry & Harvey, 1994)state that employee rewarding or compensation can be considered of crucial importance to both the employers and employees in such a way that it plays a role of generating employee relationships between top and low management in the organization. Effectiveness of the team can be referred to as team cohesion and this is the team’s capability to accomplish its goals and objectives. Normally, the capacity of the team to achieve the goals and objectives leads to improved outcomes of the team members. Team participants that are satisfied and are willing to remain together in a team. (Collen Cumming et al., 2012)
[bookmark: _Toc55305244]2.2 Communication in teams and employee performance
Arthur defined communication as giving or receiving or exchanging information, opinion or ideas by writing, speech or visual means so that the material communicated is completely understood by everyone concerned in the organization. All the above can be attained orally, in writing, gesturing and facial expression of the message to be passed on. Through communication, organization can go ahead and make a variety of contacts with its clients both external and internal. The firm will also get more information from the external sources which are an essential ingredient in decision making and also in taking appreciate actions.
(James Arthur et al., 2013, pp. 63-64)states in his study that typically in an organization there’s 75% of people’s time spent on organizational communication which leads to a large number of organizational problems as result of poor communications amongst the human resources.
In the recent day, studies completed show that communication without berries is a vital element of every organizational achievement across the businesses in the organization. Always the best teams have got improved communication skills to allow efficiency in employee performance. Team work is supposed to get trained which is important and helps the workers to share organizational problems and provide respective problems to those problems. 
Though the spirit of team works quality of work to be done is improved in terms of profitability and productivity. Every participant and the team are held responsible for the actions taken and decisions made in the firm. The establishment of culture of team work communication provides the team with words to use when others are not performing up to the expected expectations. 
(Peters, 1982)argued that, businesses often ask employees to complete jobs that require they work as a team to improve on the organizational productivity. Equally, teamwork brings about tension and anxiety among employees because of poor communication amongst the members but with effective communication, negative feelings and stress is eradicated.
(Kildetoft, 2012, pp. 856-859)said that business owners should inspire employees to communicate with one another clearly when working together in the organization. Such working anointments also assist in resolving certain problems in ESL particularly in making analytical decisions that help it in moving forward. This approach also brings out agreements that are reached and help to resolve the organizational conflicts from the day to day organizational running errands. According to the statistics conducted, 70% of the organizational mistakes of the place of work are caused by communication that is ineffective. What's more, a communication survey has shown that an organization usually attains 70% of verbal, 38% of the tone of the voice whereas 55% is through body language.
(Douglas Marcel et al., 2013)in his conducted survey argues that one can start to transmit messages from one place to another which is the outcome of the communication process in every organization. Often times, for the communicated message to be effective, the way it’s received always affects the way it’s received by the receipt. Therefore, effective communication is a result of the communicated message received by the receipt from the sender. In this way, effective communication ends up being significant with what is being communicated to the other person.
Communication is supposed to be a two-way traffic where information is given on one way while one receives it on the return from the person communicating. Kakkad (2011) in his survey argued that effective communication in a team or group of people forms a key benefit to the organization performance and profitability.
Berries in a process of communication may sometimes happen due to other forms of difficulties inside the person who fails to supervise and monitor the information and messages hence ending up limiting his or her understanding and communication competence. However, this will end up in mind set which steps the receiver from getting the bigger picture of the organization objectives thus affecting the performance. While communicating personal stories, jokes and over explaining should be limited. The team leader should avoid giving a speech to the participants but rather guide them in order to get better yields. An honest and positive feedback is permanent among all team members. 
A study conducted by (Nancarrow et al., 2013, pp. 11-19)completed that at the beginning of the work and throughout; everyone should be able to clearly communicate with one another about the expected objectives and goals of the organization. In order for managers to manage the organization well, they require effective communication to enable the team members to perform the basic roles of the organization. (Adam, 2016, pp. 381-389) Most important, effective communication supports the mangers to perform their duties and responsibilities henceforth overall improved productivity and profitability. Therefore, managers should apprehend effective communication with their subordinates and those at the low management.  it is also argued that one cannot survive without communication in day-to-day activity. It also helps in controlling of organizational behaviors and character in different ways. 
(Boyle, Lynch, & Alistair Lyon et al., 2010, pp. 129-135)in their research determined that the major obligation of every manager is to develop and maintain an effective communication system for the whole group. Henceforth, effective communication and team work end up providing a good working environment that is well defined with good job security thus improved performance.
[bookmark: _Toc55305245]2.4 Leadership in teams and Employee performance
(Yukl, 2013) concluded that leadership refer to the process of leading people through a shared vision, those entities that perform various functions so as to achieve a mission entitled by the leader. He further defined leadership narrowly and organizational as the ability of an individual to motivate, influence and enable others to contribute towards the success of the organizations objectives.  (Johnson, 2013)stated that this aspect of leadership consists and moving of system from where it is to locate to some better place through the influence of the leaders. (T. Offerman, 2017, p. 36)also stated that the contemporary organizational focus on uplifting and converting organizations in order to effectively survive in the competitive operating environment. (Barth-Farkas, 2016, pp. 217-232) in his survey stated that it’s through the transformational leadership of the organizations manager that the firm can produce comprehensive change.
(Vroom, 1973)conducted that charismatic leaders are distinguished from non – charismatic by their endeavoring to change the status quo. Researches assert that it is generally decided upon that these transformational leaders are capable of changing the organizational culture and this includes norms, goals and ideas in relations to the firm’s policies. These transformational leaders are more empathetic, more perceptive, flexible, less forceful and tough. These leaders have members who account to improved satisfaction for the extra work that they do. (Rabia Khan et al., 2009, p. 678)in his study concluded that leadership has transformed from being traditional leadership to being transformational leadership in a modern organization.
According to (Scouller, 2011), he viewed that team leadership as a process of creating condition that increase the chances that the team will expand into an effective performing unit of a given firm. Performances and styles of leadership are strongly elucidated by the team behaviors and performance in the organization. Scouller also in his study argued that leaders of teams should exceed the common human behavior to assign the blame game for the collective performance of a team member. This phenomenon is based on the concept of improved team performance which bungs about personal styles of every team member henceforth the need for better communication and team co-ordination.
(Anbreen Mazhar Gondal, 2008)came forward with major findings that highly empowered teams are effective. As a result of this study it was recommended that team leaders and middle managers need to understand why empowerment is significant for teams and how to support the team, managers and team leaders were advised to be aware of the effect of team empowerment on member performance. The relationship that exists here is that empowered teams are effective, which in other words means that team empowerment contributes positively towards team performance.
The importance of leadership in teams and employee performance is very significant and the relation is positive (Mickan, 2000)He also added that behavioral basis of teamwork is generated by trust and results a synergy in the organization and a better employee performance. Leadership in teams originated from competence and self-knowledge, it must slowly be built-up through members of the team who competencies and assumptions are different through establishing and developing the confidence in each-others’ competences and reliability. (Mickan, 2000)
[bookmark: _Toc55305246]2.5 Reward management in teams and employee performance
According to Bob (2011) study, he described reward management in teams as an effective method to where organizational staffers are rewarded with monetary compensation to motivate them on the return of the work that they have done for the organization. Furthermore, Bob argued that compensation will help the employee to achieve several personal purposes which on the return helps them to get job satisfaction. With such kinds of management systems, they should be clearly referred to as uniformity and be applied in all the levels of a general system of the firm. These will help in individual improvement move especially in terms of performance.
Pearce (2010) in his study concluded that effective reward management in teams helps the employee to enjoy stronger visibility in the team when it comes to making vital compensation planning decisions. Also performance appraisal assists organizations in determining the benefits of various employees. With these appraisals, there is improvement in employee performance and adequate preparation for the future opportunities within the firm. 
Nonetheless, employees should be managed well and inspired by providing best remuneration and compensation as per the business standards. Harrison et al (2008) in her study on rewarding concluded that good compensation will help attract and retain the best employees in an organization. Effective reward management in teams system gets the employee more motivated thus improving their performance. 
Reward management in teams is a systematic general and periodic process that assesses an individual employee's job performance and productivity in relation to certain pre-established criteria and organizational objectives. Rewards in teams are often seen as a method for providing feedback for meeting performance goals, all of which have been linked to motivations. In most organizational teams, individuals are appraised without specific mention of their team involvements, and bonuses and other rewards are based on these individual appraisals. In fact, many employees serve on teams, but their performance on the team may or may not even come up specifically in their performance rewards. (Brown, 2009)
It is important that accomplishments in teams be a fundamental part of their annual rewards. According to (Rabey, 2003, pp. 158-162)reward management in teams are the primary focus if the individuals who are working in teams. Managers must plan and design an appropriate reward system for the employee and encourage their participation in team projects. The top managers must also set the team goals which are connected with the company’s strategic plan, building of employee performance and fair payment methods. (Manzoor et al., 2016) According to (Herzberg, 1987, pp. 109-120), reward management in teams can provide both intrinsic and extrinsic motivation. Dunford (1992) found that rewards improve employee performance. Hence, reward management in teams has been recognized as an important factor affecting employee performance.
[bookmark: _Toc55305247]2.6 Communication, Leadership, reward management in teams and employee performance.
The importance of communication, leadership and reward management in teams in the organization give the picture that the idea of two people or more tend better rather than the idea of one person, the result of these is much better rather than the individual member, with these, the team members can know and trust each other, so that they can help each other and teamwork can cause the communication built up well so that give the positive changes. (Sinambela, 2016, pp. 420-435)In the organization, each individual contributes their performance; the team will contribute their performance to the organization. In the effective organization (ESL), reward management always creates positive energy through motivation.
                                                          
[bookmark: _Toc55305248]CHAPTER THREE
[bookmark: _Toc55305249]RESEARCH METHODOLOGY
[bookmark: _Toc55305250]3.0 Introduction
This outlines the methodology of the research study. It generates a path with explanation into what type of research this study is all about. It not only defines the population of the study but also other things such as sampling techniques to be used, the ways of data collection and data analysis hence enabling the researcher to come up with a conclusion and also organized along the following section; research design, target population, sample size and procedures, instruments, data collection procedures, data analysis and the ethics of research.
[bookmark: _Toc55305251]3.1 Research design
A well descriptive research design was used during the study since the analysis unit was based on only one firm (ESL) for this case. A research design refers to as a plan on how to answer research questions (Saunders, 2007)
Also according to Anene (2008) in her conducted research study, she described a research design as a method the researcher wants to use in accomplishing his or her study. Nevertheless, the research study investigation is a method whereby the researcher’s major objective is to get enough information to help in solving a given issue in the area of study. Research design was adopted during this study because it’s believed that it would help collect more empirical qualitative and quantitative data in relation to the topic of this study. Sekeran (2008) concluded that research design can be described as the type of design used to gather information regarding the current status of the issue and to describe the current status of the problem with respect to the conditions of the situation.
[bookmark: _Toc55305252]3.2Area of study
The study focused on the effect of team work on the performance of employees at ESL. It is an outsourcing company that offers expert services like executive search, human resource recruitment and selection, man power services, training and employee development. It is located on plot 157, Kira road, Kamwokya opposite Kira Road Police Station, Kampala.
From 2006 when ESL started to-date, the workplace has rapidly transformed from a business processing to that of knowledge, and service. This study compiles much of team work literature, while adding recent studies, in yet another attempt to answer the skills gap question. It’s therefore through team work that skills can be widened to influence employee performance at ESL.
[bookmark: _Toc55305253]3.3 Sources of Information
This detail the sources of the data used in the dissertation and the data collection methods employed. ESL was specifically chosen because it’s one of the biggest SMEs and also the target size for this study is 50 employees. That is to say; 1 senior manager, 5 client relationship managers, 2 human resource manager, 2 administrators, 10 accountant officers, 1 ICT manager, 16 sales executives, 13 customer service managers.
	Senior Manager
	1

	Client relationship Managers
	5

	Human Resource Manager
	2

	Administrators
	2

	Accountant Officers
	10

	ICT Manager
	1

	Sales Executives
	16

	Customer Service
	13

	TOTAL
	50



The simple random sampling was then applied when selecting respondents from the ESL and this was done to eliminate bias. In data collecting, only primary data was collected during this study. This is data collected directly from first-hand experience. The only primary source of data employed in this study is the questionnaire. A structured questionnaire comprising of 16 questions is designed and administered to all employees dealing with handling customers in ESL by the researcher. The purpose of the questionnaire is to investigate the effect of team work on employee performance. The questions in the questionnaire are made short and clear in order to ensure that it takes the respondents not more than 15 minutes to answer and therefore encourage participation. 
[bookmark: _Toc55305254]3.4 Population and sampling techniques
Mugenda (2009) defined a sampling frame as a numerical identifier for each individual plus other identifying information about characteristics of the individuals. A sample frame is also a set of information used to identify a sample population for statistical treatment. (Saundees et al, 2007) target groups for this research study are the top and low management excluding the key informants. According to Kothari (2004), a sample is usually drawn because it is less costly to the survey’s entire population. The sample size during this study was determined using Yamane (1967) formula. Here, a representative sample was used to obtain the target population. The target population is estimated at 420 employees. 
        n	=   ___N_______
	     1+N (e) ²           
Whereby; n is the sample size, N is the population size, e is the level of precision
In this study, e = 10%
Therefore, n =   ____50______
		    1+50 (0.1)²			
	        n = 0.51
[bookmark: _Toc55305255]3.6 Data collection instruments and equipment
During this research study, it was the questionnaire method in inform of semi structured questionnaire that was used to gather primary data. They were administered by the researcher to the respondents and later picked for data analysis. Other documented sources like journals, books, research works and also internet literature also helped in gathering secondary data.
Although, the main objective of this study was to gather primary data that depended on the secondary data for literature review purpose.
[bookmark: _Toc55305256]3.5 The Questionnaire
Both open ended and close ended questions will be used so as to gather responses for various attributions of the study. Arodho (2012) concluded that questionnaire measures likelihood of straight, even and blunt answers were discussed later in this research. Referring to Kothari (2004), information gathered from questionnaires is free from any biasness and other researchers influence and thus accurate data to allow draw the deduction in the area of the study. However, Kiess and Bloomquist (2009) in their study recommended the use of the hikert-type format because this very format yields equal-interval data, a fact that allows for the use of statistical statistics to test research variables in this study.
[bookmark: _Toc55305257]3.6 Pilot Test
In this study, the pilot study of the questionnaires was done before being administered to the respondents targeted in this research. This pilot test helps to generate more clarity and sustainability of the language used during this study. Further to this, the piloting helps to find out any weakness that could be related to the research instruments. It helps to disclose any errors in the questions and short falls during the study. The pilot also determines whether the research instruments are reliable and valid for the study.
During this study, a pilot study of 10 respondents was conducted from the targeted population through random sampling and thus checking on the validity of data gathered.
[bookmark: _Toc55305258]3.6.3Validity
Mugenda (2009) concluded that validity is the accuracy and importance of assumptions, based on the research consequences of the study. One of the major reasons for conducting the study is to set up the power of the questionnaire. Content validity draws a conclusion from test scores to a large domain of items similar to those on the test to be conducted during the study where rationally will be concerne3d with sample population of the study. Knowledge and skills covered by the test items will representative to the larger area of knowledge and skills as finished by Gilham (2008) in his study.
[bookmark: _Toc55305259]3.7 Reliability
The ability of a researcher instrument to consistently measure the characteristic of interest power is referred to as reliability. Kothari (2004) in his study concluded that reliability refers to a level of internal consistency of the meaning strategies in the research area. A reliability test of research instruments is one that without fail produces results anticipated. Because of the economy, it’s argued that the process of extracting an estimation of dependability should be achieved from the management of a single test in the study.
[bookmark: _Toc55305260]3.8 Data processing and Analysis
Mugenda (2009) developed the frame work analysis where he applied the strategy to the research where the objectives of the study will be examined where exact result will be expected. He went ahead and maintained those other forms of qualitative analysis and other forms which created room for developing ideas, making it both inductive and deductive.
After adaptation of the study, a list of key theme and topics will be drawn up from the proceedings which can be used for future reference. This will be a result of the objectives of the study and also the intensity of significance as articulated from the participant that will be mentioned repeatedly in the study. 
The target of this research study focused on all employees of ESL, Kampala. Mugenda (2009) defined target population as a complete set of individuals and objects with the same observable characteristics. Because of the different various natures of specific skills and experience required for this type of study, the study targeted 50 respondents. This was through engaging them with management expertise whereby it focused on the senior manager, client relationship managers among others. 
The target population is shown in the table below.
[bookmark: _Toc55305261]Table 1 Target Population		
	CATEGORY
	TARGET
	PERCENTAGE

	Senior Manager
	1
	

	Client relationship Managers
	5
	

	Human Resource Manager
	2
	

	Administrators
	2
	

	Accountant Officers
	10
	

	ICT Manager
	1
	

	Sales Executives
	16
	

	Customer Service
	13
	

	TOTAL
	50
	




[bookmark: _Toc16759348][bookmark: _Toc55305262]CHAPTER FOUR
[bookmark: _Toc16759349][bookmark: _Toc55305263]DATA ANALYSIS AND INTERPRETATION
[bookmark: bookmark50][bookmark: bookmark51][bookmark: _Toc16759350][bookmark: _Toc55305264]4.0 Introduction
This chapter presents the analysis and interpretation of the data collected from the administered questionnaires. The study employed use of secondary data collection which involved review international, global, national and local documents and reports that are relevant to the effect of Teamwork on Employee Performance among Small and Medium Enterprises and this was done in relation to the objectives of the study and the reviewed literature.
[bookmark: bookmark52][bookmark: _Toc16759351][bookmark: _Toc55305265]4.1 Response Rate
[bookmark: bookmark53][bookmark: _Toc16759352]The study had used secondary data. However, the study expected a 100% response rate from the respondents. The reviewed data was based on questions in the questionnaires that addressed the objectives of the study. The objective of the study was to examine the effect of team work on employee performance with emphasis on Exquisite Solution Limited.
[bookmark: _Toc55305266]4.2 Effective communication in teams has an impact on the employee performance
In relation to the study, the researcher reviewed different articles in relation to how effective communication in teams has an impact on employee performance. In relation to a study carried out by Nantale Linda, 2017 (Contribution of effective communication and organizational productivity. a case study of UMEME). The study revealed that the worker productivity increases when there is communication within the organization. Besides many other things the communication within the organization helps the employees to perform their tasks well, to have information about the duties they have to perform, and about the goals of the organization. They argue that existence of communication within the organization lead to the effective decision making. The study revealed the achievements of effective communication on increasing productivity in an organization and according to data which was computed and analyzed, it was evident that effective communication help in building and maintaining the relationships between the employees and the administration, facilitates innovation in the organization , help in building an effective team within the organization, help in managing employees and also ensures transparency among the employees of the organization and helps in achieving of the organization goals and objectives.
The study concluded that effective communication in the workplace is important for good organizational performance. Managers with good communication skills can convey their ideas clearly so that subordinates understand what is required from them and can positively contribute to the organization. In contrast, a lack of communication can lead to employee frustration, lower productivity, absenteeism and increased employee turnover rate.
The findings are in relation with the literature where Gluck (2011) said that 
“Business owners should inspire employees to communicate with one another clearly when working together in the organization. Such working anointments also assist in resolving certain problems in ESL particularly in making analytical decisions that help it in moving forward. This approach also brings out agreements that are reached and help to resolve the organizational conflicts from the day to day organizational running errands. According to the statistics conducted, 70% of the organizational mistakes of the place of work are caused by communication that is ineffective. What's more, a communication survey has shown that an organization usually attains 70% of verbal, 38% of the tone of the voice whereas 55% is through body language”.
[bookmark: _Toc55305267]4.3 The effect of leadership in teams on the employee performance at ESL
In relation to the effect of leadership in teams and how it affects employee performance, the researcher reviewed (Lunkse, 2017) who had it that specific leadership behaviors exhibited by managers in enhancing employee performance and to examine how these specific behaviors affected the performance of the employees. From the supported material and results of the study it was observed that there is a significant relationship or link between leadership behavior and employee performance. The findings of (Lunkse, 2017) seems to march the description given by (Scouller, 2011) who viewed that team leadership as a process of creating condition that increase the chances that the team will expand into an effective performing unit of a given firm. Performances and styles of leadership are strongly elucidated by the team behaviors and performance in the organization. Scouller also in his study argued that leaders of teams should exceed the common human behavior to assign the blame game for the collective performance of a team member. This phenomenon is based on the concept of improved team performance which bungs about personal styles of every team member henceforth the need for better communication and team co-ordination.
Further the finding correlate with (Bass, 2003) about the transactional leader who focus their energies on task completion and compliance and rely on organizational rewards and punishments to influence employee performance, with reward being contingent on the followers carrying out the roles and assignments as defined by the leader. In fact, defining and communicating the work that must be done by their followers, how it will be done, and assisting the followers in understanding precisely what needs to be achieved in order to meet the organization’s objectives as is typical of a transactional leader can only bring in marginal returns and will not survive a competitive business environment.  
[bookmark: _Toc55305268]4.4 The role of reward management in teams on employee performance at ESL
In relation to the role of reward management in teams on employee performance, the study used an article at http://psychology.iresearchnet.com/industrial-organizational-psychology/group-dynamics/team-based-rewards which revealed the relationship between reward management in teams on employee performance. The article clarifies that both financial and no-financial rewards have a positive effect on the performance of employees. However, no-financial rewards have a greater influence since they involve rewards such as recognizing high achievers and excellent performers of the company and giving them promotion on merit, providing employees with a good working environment, offering employees training programs to its employees as well as giving them opportunities for career advancement and rewarding responsibilities. All this either equips the employee with the skills and motivation needed for excellent performance or creates a conducive environment for them to work. The findings are also in relation with (Rabey, 2003) who has it that reward management in teams are the primary focus if the individuals who are working in teams.
Further the study revealed that team-based incentives: Creating a Culture of Collaboration, Innovation, and Performance. the study brought what the researcher wanted to find out on the rewards management on team performance are likely to affect an organization’s ability to attract, retain, and motivate employees and shape the culture of the organization. Team-based incentive plans should be chosen when they are consistent with both the nature of the team’s work and the goals to be accomplished. According to (Herzberg, 1987), reward management in teams can provide both intrinsic and extrinsic motivation. The study found that rewards improve employee performance. Hence, reward management in teams has been recognized as an important factor affecting employee performance. However, the article found potential disadvantages associated with the use of team-based rewards including; • Free riding; that is, some team members may receive the incentive even if they have made little contribution to the achievement of group goals and this may occur because of a lack of effort or perhaps because some team members have much lower ability levels or skills than other team members. To counteract this potential problem, one option is to use peer rating to assess the contributions of individual team members.


[bookmark: _Toc78257][bookmark: _Toc55305269]CHAPTER FIVE
[bookmark: _Toc78258][bookmark: _Toc55305270]SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc55305271]5.0 Introduction 
This chapter presents the summary of findings, conclusions, recommendations and areas of further research this was done in relation to the topic of study and the research sought to answer the three research questions in relation to the study topic.
[bookmark: _Toc55305272]5.1 Summary of findings 
[bookmark: _Toc55305273]5.1.1. Summary of findings Effect of effective communication in teams on employee performance
The study concluded that the worker productivity increases when there is effective communication among the teams and within the organization. Besides many other things the communication within the organization helps the employees to perform their tasks well, to have information about the duties they have to perform, and about the goals of the organization. They argue that existence of communication within the organization lead to the effective decision making. The study revealed the achievements of effective communication on increasing productivity in an organization in relation to a study carried out by Nantale Linda, 2017 (Contribution of effective communication and organizational productivity. a case study of UMEME),  it was evident that effective communication help in building and maintaining the relationships between the employees and the administration, effective communication facilitates innovation in the organization , effective communication help in building an effective team within the organization, effective communication help in Managing employees and also ensures transparency among the employees of the organization and helps in achieving of the organization goals and objectives.
[bookmark: _Toc55305274]5.1.2. Summary of findings on the impact of leadership of teams on employee performance at Exquisite Solution Limited
The findings of (Lunkse, 2017) matched the description given by (Scouller, 2011) who viewed that team leadership as a process of creating condition that increase the chances that the team will expand into an effective performing unit of a given firm. The study found out that Leadership is an important function among teams within an organization. Leadership is commonly defined as establishing a clear vision, communicating the vision with others and resolving the conflicts between various individuals who are responsible for completing the organization’s vision. Leadership can have a significant impact on an organization’s performance. Leadership of teams can help an organization to maintain singular focus on its operations. Larger organizations can suffer from too many individuals attempting to make decisions. The organization heads can use leadership skills to get managers and employees on the same page and refocus on the original goal. Leadership skills can also help correct poor business practices or internal conflicts between employees hence greatly impacting on the staff performance.
[bookmark: _Toc55305275]5.1.3. Summary of findings on the role of reward management in teams on employee performance in Exquisite Solution Limited
The findings were also in relation with (Rabey, 2003) who has it that reward management in teams are the primary focus if the individuals who are working in teams and the study  established that reward management plays a significant role towards private firms performance since it helps employees in organizations to perform their work as was indicated by most of the respondents cited that the forms of reward management provided to employees help them to perform well by maintaining employees to employers relationship, encouraging performance of work efficiently and effectively among the ways how reward management help employees to perform well. The study revealed that encouraging team work improves on their morale at their work places to perform better for improved organizations performance. The results can be compared with information that high reward management and motivation is the key to success in any endeavor.  
[bookmark: _Toc55305276]5.2 Conclusion 
The study examined and evaluated the effect of teamwork on Employee Performance among Small and Medium Enterprises in Kampala, a case study of Exquisite Solution Limited. Based on the findings, there is a positive and significant relationship between effective communication and employee performance. Therefore, effective communication in the entertainment industry is an essential tactic that has been performed which can extract the ultimate of the employee to help the both organization and the employees to achieve their ultimate goal. Level of trust has a positive and significant relationship with employee performance as referring to the findings. Building trust is building the confidence in each other’s competencies and reliabilities, thus, the existence of trust among team members constructs synergy in the organization and a better performance of its employees as trust in based on the reliability and the competencies. Based on the findings, there is a significant and positive relationship between interpersonal skills and employee performance. Leadership has a positive relationship with employee performance. Leadership is an important element of the design of the organization; leadership can be the turning point from failure to successfulness. Based on the findings, there is a positive and significant relationship between accountability and employee performance. Rewards management has a significant and positive relationship with employee performance. Rewards management improves employee work rate to perform in harmony together, cohesiveness is the spirit and the sense of belongingness where the employee feels safe which will construct the motive to take a step ahead and be ready to participate in action towards the goals of the organization.
[bookmark: _Toc55305277]5.3 Recommendations of the study
Basing on the study findings, the following recommendations were highlighted as follows; 
The study also recommended that to ensure effective team work among the employees, there should be a greater balance between employees’ needs and organizational needs. It is the duty of all stake holders to ensure that this is achieved as this will reduce employees’ selfishness at their places of work.
Refresher courses should be given to managers to improve upon their management skill so as to effectively and appropriately tackle employees’ diverse needs. This can contribute towards reducing on the rate of labour turn over in SMES in Uganda.
Managers should regard employees in an effective communication status, involve employee in decision-making procedures and the study proposed that employee participation in organization measures develop motivation and job-satisfaction level which has to be considered by the employers
[bookmark: _Toc55305278]5.4 Areas for further study
The research was not conclusive and so calls for further studies in areas like;
1. The impact of effective team work and employee performance in government institutions
1. How organizational leadership can be an influence on employee team work and motivation
1. Effective communication and organization performance.
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